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. / Preface
[ ) v " )
This session outline and the accompanying participants' materials comprise
one component of a multicomponent workshop package developed by the Resource
- Center on Sex Roles in Education under a subcontract with the Council of Chief
State School Officers (CCSSO). This package, entitled Implementing Title IX
and Attaining Sex Equity: A Workshop Package for Elementary-Secondary Educa-
tors, 1s designed for use by persons impiementing training or staff development
efforts for education personnel and interested citizens in the implementation
of Title IX of the Education Amendments.of 1972 and the attainment of sex
equity in elementary-secondary schools. ' '

_The workshop package was field-tested by subcontractors in 1] regional
workshops as a, part of the CCSSO Title IX Equity Workshops Projéct. <This -
project was funded under contract 300-76-0456 with the Women's Program Staff,

" U. S. Office of Education, Department of Health, Education, and Welfare.
Funds to suppert the printing of participant materials used in the field-

“test workshops were provided by the National Institute of Education, Depar¥ment
of Health, Education, and Welfare. s '

Shirley McCune and M#rtha Matthews are the coeditors of the Worksho .
Packdge. This session outline and participant material’s were compiled by Shirley
McCune. The section on career #interest inventories was adapted from materials
‘developed by Linda Stebbins, Nancy, Ames, and I1lana.Rhodes of Abt Associates;
the section of bias in counseling materials was adapted from materials prepared
by Janice Birk, University of Maryland, and_worksheets and materials were g

* prepared by Martha Matthews and Joyce Kaser. Persons who have authored or
contributed to other outlines and materials within the total package include:
" Linda Stebbins, Nancy Ames, and I])1ana Rhodes (Abt Associates, Cambridge, Mass.);
Judy Cusick, Joyce Kaser, and Kent Boesdorfer (Resource Center on Sex'Roles n
Education, Washington, D. C.); Myra Sadker and David Sadker (American University,
Washington, D. c.?; Barb Landers (California State Department of Education,
Sac§amento, California); and Janice Birk (Unfversity of Maryland, College Park,
Md.). -t ) \ f ’ .
The CCSSO4 the Resource Center on Sex Roles in Education, and‘the'coed1tors-,
< of the package gratefully acknowledge the assistance'and advice of M. Patricia
Goins, Project Monitor, Women's Program Staff, U. S. Office of Education, and
Joan Duval, Director, Women's Program Staff, in the implementation of the con-.
tract. Grateful acknowledgement is also given to Sarita Schotta, Senior Research
Associate, National Institute of Education for monitoring the contract which, . _ * '
provided funds for the editing and printing of the field=test materials.
Special gratitude is extended to the personnel of the 15 organizations who field-
S tested the Package in regional workshops for their efforts, their patience, and
- their support throughout the*implementation of the Title IX Equity-Workshops -
Project. These organizations and the project contact person in each include:
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New England Equal Educa-
tion Center °

. 38¢Woodland Street

Hartford, Connecticut’ 06105

New York State Deﬁ&nﬂneﬁt
"+ of Education _
99_Washington Avenue .
Albany, New York 12230
- West Virginia Departmenttof J
" Education ,
" Capitol. Complex, B~252
Charleston, West Virginia
5 ) —_ 125305
Univerdity of Mjami .
P..0. Box 8065
Coral Gables, Flor1da
Michigan Education Assoc1a-
t1on
P. 0. Box 673"
East Lansing, M1cthan 48823

33124

“Northern Ill1n01s‘Un1verslty )
101 Ggbel . ke
DeKal} Ill1no1s 60115

Dallas Independent School .,
. District N
~ 3700 Ross Avenue .
Dallas, Tefas? 75204 . 4,
4 .
Center for Educationa’
Improvement ,
University of Missouri - !

408 Hitt Street 7

Columbia, Missouri. 65201

Education Commission of
the States

1860 Lincoln Street

Denver, Colorado 80295 v

Ca11forn1a State Un1vers1ty
Fullerton California 92634

L4

*Northwest Projects 8ffice
for Educational Service:
. Portland State Un1vers1t¥
P. 0. Box 751 . :
Portland, Oregon 97507-~

- hﬁ‘:‘;“*

Contact

Martha 0'Reilly.
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Mae Timer |

Tony Snedlex

Rita Bornstéin

| Rbi;_y. King

1

Johy . Nagle

]

Frances\Qllen
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Murray Hardesty
\ .

Jean Kennedy

Barbara Peterson

Kathryn_Preecs
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.- The coeditors also wish to express their appreciation to Byron Hansford,
ExeCutive Director, Council of Chief State School Officers; William Israel,
Director of Spécial Projects, Council of Chief State School Officers; and
James Becker, Executive Director, National- Foundation for the Improvement ’
of Education, for their support of the project. Ann Baucom and Lois Jamieson
of the CCSSO and-Ann Samuel of the Resource Center on Sex Roles in Education
receive special thanks for their tireless efforts in the production of *
materials for the Workshop Package. - "
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- IMPLEMENTING TITLE IX AND ATTAINING SEX EQUITY: . N
, AN INTRODUCTION TO THE WORKSHOP .PACKAGE - - - ‘
*  Introduction . S
. ¢ i f * N
‘-Title IX.of the Education Amendmentsjof 1972, the Federal law which ) '
prohibits sex discimination agajnst the”students and employees ofy .
_education agencies and institutidns receiving Federal financial assistance,
_ was énacted in June 1972; the regulation to implement the legisiation, which '
« . definés the specific criteria against which nondiscrimination is to be "

\\\sssessed in "the.various policies and practices of education agencies and-
institutions, was issued in June 1975 and became effective in July of that year.
Despite the passage of years, however, full compliance with Title IX is far .,
from a reality in most agepcies and institutions throughout the country;,
and equity for females and males in education -has yet to be attained.

Altheugh,significant progress has been made in a number of ‘schools and
school systems--the basic reqgired Title IX compliance procedures have been
impiemented, students and yees describe their "increased awareness"
of the probtems of .sex stereotyping and sex discrimination, and concrete ’ L
improvements are apparent with regard to equalization of athletic budgets ﬁ;
for female and male sports or to integration of previously sex-segregated
courses--in most cases, ‘considerable thange remains to be made if full
compltance and sex-equity are to be integrated and reflected throughout the
policies, programs, and practices of an education agency or“institution. 1"

~

X 7 . .
If the necessary change is to occur, educators must move beyond paper ,
compliance and problem awareness in order to develop the skills and competencies
required for problem solution. Educators, like all other human beings,
need support and direction if they are to translate legislative or administra-
tive mandates for change into the actual delivery of nondiscriminatory and
_sex_equitable services. ' . :
., Many methods may be used to support educators in the change procéssf- : Ce
written information'may be distributed, consultation may ‘be made available,
briefings or meetings may be conducted, training programs may be  implemented, )
demonstratios programs may be undertaken, and evaluation and reinforcement .. $
oo systems may be installed. The needs and resources of a particular education
. agency, or’institution will detgrmine the forms.of support which are most
_appropriate. One of the most frequently used methods.of supporting change
. " by education personnel is the inservice training workshop.- In many situations,
the inservice workshop is a cost-efficient way of reaching large numbers of
" personnel in a single effort and of providing assistdnce in skills development &
to these personnel. Implementing Title IX and Attaining Sex Equity: A -
Workshop Package has been designed to support the implementation of such a
workshop. ) Lt ‘ '

N

- . . \ .
The Development of the Workshop Package

Imp]eng‘tjng Title IX and Attaining S(ex Equity: A Workshop Package o

. was developed by the Resource Center on Sex Roles in -Edutation for the |

Council of Chief State School Officers' Title IX Equity Workshops Project
during 1977 and 1978. The Title IX:Equity Wiorkshops ‘Project was funded

I-1 L 5
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-« instructions for the implementation of training as well as all

1y s |
HES -
‘f "%‘: o

. X . gcg
under an 18-month centract for "National®Regional Dissem1nat1on wdégshop ‘
and Development of Technical Assistance Materials for Title IX of Ehe 1972
Education” Amendments" by the U. S. Office of Educafion, Departmentggf Health,
Edycation, and Welfare, under funds authorized by the Women's Educational
Equity Act. . . %@

S

The purpose of the project was to develop and f1e1d test a trgi?ing

'package which could assist education personnel and interested c1t1z§hs to °

gain: . *33,
. ‘ e ’ %é ¢

¢ am.understanding of the manifestations and the effects of sef!

discrimination and sex bias in education %a

;13,

b
o an understanding of the requ1rements of Title IX and its 1mp1ement1ng
regulation, and of the steps required to achieve compliance j;
<o skills and. capab111ty for the development and implementation Jf
policies, programs, and management systems to ensure educat1ona1,
equ1ty o . fﬂ ‘ .
The terms of the contract requ1red that the package developed must beisuitable
for: 15
e use with groups represent1ng all levels of education from e]eméntary
through postsecondary - ) ) . . i

¢

Lo R

e use at the 1oca1, state, regional, and national levels
v ‘ - . -
e use without extensive reliance on .consultative assistance or on-
materials outside the package itself o ~

In order to address these vequirements, it was decided that the training

package must be developed according to the foIlowing considerations:

‘o Because of the differing needs, experwences,‘and frames of reference ,
of elementary-secondary educators and postsecondary educatiors., “the"
training package would-need to be two training packages--one for
elementary-secondary educators and one for postsecondary educators.

4

o Because the training package needed to be suitable for use with a
wide variety of groups, it would need to inciude a wide'variety of-
information and activities ranging from "awareness level" to more
advanced skills-development and action-planiing evels, :

e Because the training package needed to be suitable for use by’ personnel
without.extensive background in trainingeor consultation-and
materials resources, it would need to provide specific step-by-step

materials which would be required for the 1mp1ementat1on of training.

~

Al of these considerations are reflected in the form and content of the .
Workshop Package as it‘is now published. . . , o C

-
2 e . <
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Initial 'plans and specifications for the Packa?e'were reviewed by more
than 90 leaders in education in March 1977. These leaders were asked to

evaluate the pTans and suggést modifications in 1ight of:

o their assessment of the training and technical assistance needs of
education imstitutions and agencies related to the attainment of ’
Title IX compliance and Ssex equity S :

e their evaluation of strateg{es available for meeting identified
training and technical asststance needs v '

. @ their knowledge of resources which would facilitate the deve}opment‘
and disseminatiop of the Workshop Package e

L

Working drafts of the Package materials were field tested and evaluated in

19 workshops implemented by subTontractors in the various HEW regions.

Eleven ‘workshops for elementary-secondary educators and eight workshops for
postsecondary educators were implemented from September 1977 through January :
1978. During the field test workshops, the Package was evaluated by work-  *
shop facilitators, workshop participants, and on-site gva]uaﬁbrsw Final
. copy of the Workshop Package was completed after analysis of all of the
evaluations obpa{hed during the field test workshops.

An Overview of the Workshop Package

¥

I
* Both the Workshop Package for Elementary-Secondary Educators and the !
workshop Package for Postsecondary Educators provide training session out- :
Tines and partfcipant’s materials’ for a fifteen-hour workshop sequence on
. Title IX,and sex equity in education. . Each package is organized according
to five three-hour workshop sessions. Three of these sessions are termed
"Generic Sessions"; they are designed to provide general information and ]
, eriences‘which are relevant to all participants attending, the workshop., P
The. other two sessions, called "Application Sessions," are designed to
provide specialized information and experiences to persons of different
professional roles and to enable participgnts to apply workshop experiences
to their individual professional responsibilities.’ Each of the components
. of the Workshop Package corresponds to one three-hour yorkshop session;

a component includes both a detailed step-by-step session outline for .Y
- facilitators and the materials designed for participant use during the )
workshop sessions. > . .

. The™sequence (and titles) of ‘the workshop sessions for elementary-
secondary éducators.is outlined below; there is a written component in the "
Workshop Package for Elementary-Secondary Educators which corresponds to

~— Tand bears the same ‘title as) each of these workshop sessions.

\‘ Generﬁc‘Sé;sion One: "The Context of Title IX" _ -

. Generic Séssion Two: "The Title Ix‘Reg tion and Grievance Process"

< " Application Sessions A and B: Two sequential application sessions . .*
- focus on the responsibilities and roles of six different groups
) with regard to Title IX compliance and the attainment of sex ..
equity in education. Application sessions focus on the following
rotes and responsibilities: B '

I-3 - -




o . ‘ ' o s —
e . . .- The Administratdr s Role -

. . A .
~ - . B . )
N . ' . .
. . .
‘
,

. - Sesswon A - "Ensur1ng'Procedural Title IX Cqmpliance
,* + Establishing a Foundation for Sex EquMy"

p N Session B - "Monitoring Title IX Implementation"

. \ /
2T - - The Teacher's Role | J :

Se551on A -‘"Ident1fy1ng and 0vercom1ng Sex Bias 1n Classroom
« - Management" L

-

RS Sess1on B - "Ident1fy1ng and 0vercom1ng B}QS “in Instruct1ona1
' ~tMaterials" .
.~ The Counselor's Role ~ ¢ .

. Sess1on A - "Identifying andT0v;£c0m1ng B1as in Counse11ng
—_— . ~and Laqunseling Programs"

Session B - "Ident1fy1ng and 0vercom1ng B1as .in e5unsel1ng

T e ‘ _Materials™ :
.- The Vocationa] Educator's Role ‘ o
, o ‘Session A - "Overcoming Sex Discrimination and Attaining
i Sex Equity in Vocational Education: The Social/
Educational and Legal Context" T

Session B - "0vercoming Sex .Discrimination and Attaining
Sex Equjty in Vocational Egycation Recognizing

Ve ‘ ‘ : . and"tombat1ng Sex Bias’ and PTann1ng for Action"
' - iheﬂgpys1ca1 Activity Spec1a11st s Role E \
C - T Sess1on A - "Achieving Sex Equity in Physical Education and
s . : Athletics: al Requirements and the Need for
S S * Change" . ,
o . Session 8 - "Achieving Sex Equity in Physical Education and
' . . Athletics: Analyzing and Planning for Action"

- The Community's Role
Session A - "Building a Knowledge Base for Change"
Séssion B - “Building Skills for Change”

Genéric Session Three: "Planning for Change”

[

The objectives for Generic Session One. include:

¢ to provide participants with an opportunity, to assess their awareness
of differential treatment of males and females in their schools and
the -impact of Title IX - " .

PR
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. ’ . . ~ \ ‘ . "
. @ to provide participants with a review of the legal context of Title )
IX, an overview of Federal antidiscriminatiopbjaws, and the-gpportunity .
to assess their skills in identifying discrimination in schools o
, o to prﬁvdde participants with an understanding of differential sex-role
- socialization as it is manifested in schools - -

¢ to encourage participants to identify goals ‘for nonsexist educafion
: .- N
The objectives for Generic Session Two include:
5 ~ - “
e to review with participants the requirements of the regulation to o
implement ‘Title IX of the Education Amendments of 1972 -~ - v

¢ to provide participants an opportunity toiéssess,thgir own understand%ngs
. . of Title IX requirements by sharing questions ard answers with others

¢ to provide participants with an understanding of the significance of )
Title IX grievance procedures as a method for resolving complaints of
sex discrimination and for monitoring Title IX compliance

14

. o to provide participants with information regarding the structural
. components or characteristics of an effective grievance procedure
and an opportunity to evaluate the structure of several sample

grievance procedures

¢ to-increase partictpants' understanding ofjand skills related to their .
own potential responsibilities for grievance problem solving -

o to provide participants an opportunity to increase their skills in
- identifying Title IX violations and in formulating corrective or

* remedial actions appropriate to these violations through the analysis
of sample Title IX grievances ' ’ .

" The objectives for Generic Session Three include: .

¢ to provide participants with.an overview of some of the necessary
conditions for -change related to Title IX and sex equity in education .
and of the types of strategies available for planning and implementing
- change efforts in these areas : - '

- e to provide articipants with a framework for diagnosing orgqnizationa]
P change needs related to Title IX and sex equity. and for designing
' action strategies which would be appropriate for meeting these needs

9 to provide participants with an opportdnity‘to|dévelop preliminary
plans for organizational change which. could contribute to the full-
implementation of Title IX and achieving sex equity in their districts

s to increase participants' skills in developing action programs related
to Title IX and sex equity for implementation in their own job functioning

Although the specific objectibes of the Apptication Sessions vary
according to the grogp for which the session is designed, all Application.
Sessions are generally designed to provide participants with the opportunity
to: .

-




4 .- .
¢ identify the implications of Title IX for their own job functions

" @ increase their skills for identifying and alleviating sex discrimination
’ and for providing sex equity in their own job functions .

, e consider actions which can be taken in their own job functions to
ensure Title IX compliancé and increase sex equity in their education .
agencies and institutions - ' \d )

-

Although the content of the Package for Postsecondary Educators has been
designed to address the unique needs.of personnel of postsecondary education
institutions, its organization and sequence parallel.those of the Package for

. Elementary-Secondary Educators. . The three Generjic Sessions, although different
In content, are the same in title”and objectives as those for elementary- ¢
secondary educators,’ Application Sessions for postsecondary educators s
include: The Administrator's Role, The tounselor's Role, and The' Teacher
Educator's Role. (Application Sessions for faculty, for student services
personnel, and for physital activity personnel have been developed in draft

\ form and may'be published in the future.) ‘

&

Materials whigp supplement the basic components of the Workshap Package
are also available.” Two Participant's Notebooks, -one for elementary- )
secondary educators and one for postsecondary educators, haVe been developed.
These. Notebooks contain all the worksheets used by participants during the -
three Generic Sessions; they also include substantial reference material' .
which highlights or expands the content presented in these sessions, and ,
an annotated listing of resources relating to Title IX and the achievement
of sex equity in education. (Although the Generic Sessions may be implemented *
using only the partitipant's materials included with the session outlines,
the reference material and resource listing .included in the Participant's
Notebooks make the use,of these notebooks desirable wherever possible.)

A Final Contéxt for the w°rkshop4Packagg K

[y

Three major assumptions underlie the total Workshop Package, assumptions
which §hou1d.be kept +n mind during its use: R

-

(~ o_Tit]e IX is one part of a_total educational equity movement .

Title IX is an evolutionary step in our nation's efforgs to provide
equity for all citizens.” Qur experience with years of attempting to .
eliminate race discrimination and bias in education ‘provided the
foundation for our understandings of sex discrimination and for the.,
strategiesngnd technology which-may be used in its elimination.

Anyone working to attain educational equity must remember the
multiple ways that equity may be denied--6n the basis of race; national
origin; religion; cultural identity; sex; mental, emotional, or
physical handicap; and social class--and wark to ensure that the needs
of 2l11. students are provided for. ' ]
e Qur nation's'concernv}or educational equity is a reflection of changes
-in_our society; the achievement of educational equity is a crécial
step in ensuring the survival of a viable socigti.“

hY
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Our nation's concern for, human and civil rights of various groups
is rooted- in the evolution of our society as it is affected by widespread ®
social, economic, and'téchno]ggica] change. Schools have the
responsibility for preparing all.students to participate in and to
deal with .these changes. ‘Failure to achieve .educational equity limits
the potential attainments of our future sogiety. Educational equity
is not just a moral goal; it is a survivalfgoal.

e The movement for educational equity is an important vehicle for .
J educational reform.. - < )

~

Educators can be proud of the many accomplishments of our educational
system. Despite these accomplishments, however, the changing nature
of our society -demands that we move on to greater achievement. Efforts
to attain educational equity can contribute to implementation of many -
of the basic educational reforms which are needed. The greater .
individualization of instruction, the preparation of students for a
variety of life roles, and the involvement of students in learning
o how to learn<<these reforms are possible within the context of
. ’gducational quity. .

It is hoped that the workshop Package and materials wi]1_355ﬁst its
users in actualizing these assumptions and providing greater equity and higher
quality education for all students. "

Y
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' HOW TO USE THESE MATERIALS ‘ .

-

The following materials are one component of the multicomponent work- &
shop package Implementing Title IX and Attaining Sex Equity. They provide
resources and a step-by-step guide for implementing one three-hour workshop
session, which is one session within the fifteen-hour workshop sequence

outTned in the total Workshop Package. g '

. The material in this session outline may be used in several .ways:

¢ as the design and supporting material for a three-hour session which
is presented as part of a 15-hour (two and one-half day) workshep on.
Implementing Title IX and Attaining Sex Equity to.

_ ¢ as the design and supporting material for one of a series of-five three--
hour sessions utilizing the Workshop Package as a basis for a sequence
of periodic seminars on Title IX and sex equity for education and/or

- community personnel’ :
A, v , \ ~
- o as stimulus material for'the adaptation and design of other activities
or materials which can assist education personnel in achieving sex
equity (e.g}, information packe®s, se]f-instructiona1 materials, etc.) -

¢ as resources for teacher education programs
. A Y
. ¢ as resources for training-of-trainers .programs

. Implementing Title IX and Attaining Sex Equity: A Workshop Package
has been developed to facilitate its implementation by personnel with
limited experience in workshop implementation and/or the subject matter
which is relevant tc consideration of sex equity. It is beyond the scope of
~—— _this publication, however, to provide the background information on workshop
design, implementation, and evaluation which would otherwisé be desirable.
Education personnel reviewing the package or considering use of any-package .
‘ component may .nonetheless find it useful to review the following questions ’
which should be considered with regard to use of this or any other training
design. ’ . '

1. Is-the workshop session design appropriate for the purposes of
groups for which it may be implemented?

The Workshop Package has been developed to address the needs of educaticr

personnel with a diversity f experiencé and familiarity with regard to
Title IX and sex equity. The workshop package sequence begins with a
‘consideration of the need and rationales for Title IX; it moves through a -
detailed review of the Title IX regulation and the Title IX grievance.process;
it proceeds to an examination of the application of the Title IX regulatian

" and sex equity principles to the particular day-to-day job functions of virious
groups of education personnel; and it concludes with an overview of the '
change process and an opportunity for participant action planning related
to Title IX compliancé and the achievement of sex equity.

-
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Workshop planners and training personnel should carefully review both
the general objectives of each workshop session and the p&rposes of specific
sessjon activities (both are listed in the session outlinés) inorder to .
ensure their relevance and appropriatenéss to the particular needs of their .
intended worﬁshop target group. . ' -

,3 o

) Similarly, workshop p]anner§-shou1d also review the training method- -
ology suggested in the outline for its suitability for situational needs.

The processeﬁ or methods used in conducting any workshop should be selected
for: DA

e their appropriateness to workshop objectives

¢ their appropriateness to the styles and skills of available workshop
facilitators :

e their provision of sufficient diversity to accommodate different
participant learning styles ‘

Because: the objectives of the workshop package emphasize the delivery
of cognitive information, it relies heavily on the use of lecturette and
.question-answer processes. “The skills required of workshop {ession
facilitators for the presentation of these activities are als®d-less specialized
than those which are required for the presentation of more affectively oriented
activities. - , ' .
A1l session outlines also involve the use of personal inventory and
skills testing or skills practice activities performed by participants
individually, as well as small group discussjons and action-planning - u
activities.” These are included in order to:
H "y N
e provide participants an opportunity to practice relevant skills
Cand to receive immediate feedback

’

o,ﬁfovide participants an opportunity to share reactions and to

develop small support groups .

e accommodate the needs of participants for experiential learning )
activities ? ' o

e increase thé informality and variety of workshop activities

These procedures or methods suggested in the training désign may be
adapted to refleet a different emphasis in objectives or to reflect the
 different styles or skills of workshop session personnel. In considering
the procedures or methods used in any workshop, it is useful to evaluate
. whether: / . ‘

A) they provide a mixture of affective, cognitive, and experiential
activities suffjgient to accommodate the diversity of participants
learning style

B) they follow a logical progression from awareness building, to
problem exploration, to skills assessment or development, .through
stimulation of the application of workshop information by participants
in their relevant personal or pn%Eessional activities i

I-10
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/ 2. How much flexibility is desirable in implementing a sessidh outline?

The s&d¢fion outline is intended.as a guideline for the implémentation ‘
of a training experience, not as a prescription that must be followed with-
out deviation. The activities and sequence outlined in this sessiop have .
been field-tested successfully with a variety of groups, but it should be N
recognized that no single design*is appropriate for all situations. - Facilita-
tors. should use the outline to assist them in meeting the*needs of participants
rather than as a constraint to necessary flexibility.

Flexibility is critical with regard to observance of'the suggested "'
timelinres which have been provided in the| session outline. These timelines
tend to be highly concentrated. It will require most facilitators and groups
to move at a brisk pace if.all of the activities are to be completed in the
time allowed. (Most of the sessiens could benefit from an expansion of
time- allocated to each activity.) The timelines are general suggestions
only; some groups of participants may need to-speénd mote .time on a single -
acg}yity than- is indicated «in the outline and may be able to omit another. -
activity, while others may find it impossible to move through the entire
sequence of-activities in the time available. The facilitator(s) must be
sufficiently familiar with the training design and activities to deterqiné
the modifications which may be appropriate to a particular situation or

. group. : - .

- The primary guideline which should be observed in the implementation D e
of the training activities is.that care should be taken to meet the needs
of the majority of the participant group., Facilitators should avoid
modifications which may address the needs of only a few participants.and '
attempt to meet the needs of individuals during break periods or'aftg? the

hd . workshop without detaining the entire group. .
, 3. How cap the workshop activities and sequence be adapted to fit
¢ , shorter periods of time? . ° S
* » . ,' ! . . ‘. ,‘ * . i \ -
Although the session outlines were designed for implementation in .

three-hour periods, it is recognized that it may be necessary to modify the
,session for implementation in a shorter period of time: When this is ‘
necessary, the facilitator(s) should review the objectives of each suggested
activity carefully before making a'decisiog»about which activities would-

. be most appropriate. If this modification is necessary the. facilitator(s)
should consider the following: ~ ™

- A) Carefully review tH sequence and the build-up activities provided
; in the session outline. Etach session outline has been develope
_to include each of the following components: . ‘
¢ Needs assessment activity/exercise--Session outlines begin -
with an introductory EEtivity whith can involve the group in_
the s€ssion, allow individuals to express initial concerns and
provide the facilitator with general information .about the
perceptions and experience of the group. This initial experience
-is a key method of judging the specific needs of the group
and estimating the optimal pacing of the session activities.

N ) - I-11 ; A ~
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# Cognitive activities--Each session outline includes a lecturette(s)

to introduce new concepts and activities. These are designed
to increase participants' understanding of particular problems
related to sex equity and of the steps to be taken and the -
principles to be followed in achieving sex equity. The amount
of information provided in ,a lecturette can be reduced if the
group has had previous exposure to ‘the concepts being presented.
Even with experienced groups, however, it is useful to provide -
a summary of. the key points ipcluded in the lecturette to ensure
that all members of’the group have a common frame of reference
for subsequent activities. - :

¢ Experiential activities--Experiential activities provide an = *
opportunity for participants to apply the concepts presented v
in cognitive activities to situations in educationa] practice.

(,s—ihé'bunpose of this activity is to help participants assess

for themselves the implications of the information presented
for day-to-day activities. -~

¢ SkiTls practice activities--Each session outline includes a
number of activities which are designed to give participants -

. an opportunity to practice some of the skills which are
necessary for the application of sex equity principles. and to
obtain immediate feedback regarding their efforts.

- . .
. Action-p]anningfactivities--Each session'outline encourages
participants to begin to identify specific steps which they
or their education agency can take to promote full implementation
of Title IX and/or to attain sex equity in their activities. *
These action-planning steps are crucial tof the application of
the information provided in the workshop phckage. They should
'nott be eliminated and in fact, wherever possible, it would be
desirable to expand the amount of time devoted to action planning.
This is particularly relevant when participants work together -
in the same education agency. X :
" In moest: cases, it is desirab]e,;p_reduab the amount of time devoted
to each of the various typés. of activities provided rathér than to

omit any of the major components of the session.outling.

B) Provide participants with reading materials prior to the workshop

,session.

If the workshop time is 1imifed, it may be p05§fble ta reduce the

" amount of time devoted td the workshop activities by -providing "

participants with material$ which can be read prior to the implementa-
tion of the workshop. If the fagilitator believes that this is _
desirable, a summary of.the information provided in lectyrette or °*
information sheet form may be distributed to participants prior to

. the workshop. N ‘ Cwe

¥ C) Reduce the amount of time spend on, exercises and worksheets.

f

One way that the timé]ines for the session can be cut is to ask
participants to con¥ider only a limited number of cases or situations

"I"]Z . <. i AN
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presented in their wofksheets, “suggesting that others be complieted
some time affer the workshop. (1f this is done, the facilitatdr
4 should make certain to explore those items selected for use in the
group in sufficient detail to clarify for participants the basic
principles reflected in the worksheet.) 1In all instances, the
\;E;i&:tator should emphas1ze ways wh1ch the partic1pant materials
e used after ¢£he workshop.

4. What personne1'%re needed for the/implementation of the session
outl1ne? ]
Although this session outline has been developed to fac111tate its
use by personnel of varying backgrounds the selection of personnel to
fac111tate workshop activities is.a critical factor in the implementation
of any session. While the session outline may be implemented by a single
facilitator, it is desirable to utilize a team of two or more fac111tators.
Use of a team has the following advantages' .

¢ it increases the -likelihood of ensuring both, content expertise (knowl-
edge of Title IX and sex equ1ty principles in educdtion, of the
structure of education. agencies, or Federal and state nond1scr1m1na-
tion laws, etc.) and process expertise (knowledge of group dynamics
and sk111s in group ‘processing and training) in the delivery of- the 1
session outline :

e it makes it -possible to demonstrate: nondiscrimination by use of a
training team on which both females and males and members of racial
and ethnic minority roups are represented ‘

.1t makes it possible: to increase. the diversity of training styles
. and areas of expertise, and thus to accommodate the diverse learning
styles and needs of vorkshop’ part1c1pant§

If a fac111tator team is ut111zed, it is important to das.gnate one’ or two
persons with respons1b111ty for providing continuity and-direction throughout

all workshop activities. Persons with responsibility for workshop administration
amd for such tasks as participant registration, distribution of materials,

.and general problem solving should also be designated, particularly when the

workshop involves a large number of people.

5. How should facilitators prepare for the 1mp1ementat1on of the
wo‘kshop sess1on?

ffective 1mp1ementat1on of the training session requires careful
fac111tato( preparation. Facilitators should take ample time to do the -
following: o ‘ .
. ' : d P .
¢ thoroughly revigw tDE session Qutline and all participant materials
. , ‘o,
o prepare notecards ouklining thé sequence and the general directions
for participants ) i =

-

e prepare their éwn outlines of the suggested lecturettes so that they.
may present the information prov1ded in their own style (in no case
should a facilitator read from the session ‘outline during session
implementation)-

.

/




-~

together to

Ce 1&ent1fy points where 1nformation or activities could be omitted in-
the event that more time .is needed in an. ear11er activity

If a team of facilitators i$ used, it is essent1a1 that the group meet

¢ o

¢ assign various respons1b111t1es to tthteam memblers , mak1ng sure that
each individual is clear about her/his rolg,1n appearing before the ..
group, monitoring «individual and small group work, preparing charts
or materials, and working w1th~other team members

< o designate one person as the person. respon31Q1e for prov1d1ng continuity
throughout the workshop and making dec1s$ons as to necessary adaptation -
of timelines .o
o discuss 1nd1v1dua] reactions to act1v1t1es and ways th'; Zdaptatwns
might be made if necessary >

"o consider the various styles represented 1n,members of the team and
the wayibthat the team might work together, for max1mum'bffect1vensff

6. ‘How should part1crpants be ipvolved in the workshop 1n1t1a}1y7‘

&

Considerations regarding the involvement of part1c1pants in the work-
shop event usually.revolve around two issues: whether workshop participation
should be voluntary or-mangatory, and to,what exfent part1c1pants should be
involved in the workshop pTanning process.

\

Determination of whether‘wofkshop participation shou]d be voluntary

. or mandatory should be made in consider@tion of the workshop objectives,-

-~

the job requirements of various staff groups, and other s1tuat1ona1 varigbles
which may be redevant, The training design may be appropr1ate1y used

- whether participation is voluntary or mandatory. It is important to remember,

however, that wh@bher participdnts a;e notified of the obligation to attend
or 1nv1ted to participate, a clear ahd positive statement of workshop
sponsorship, workshop purposes‘ and objectives, and the time and location of
the workshop can do much to establish a positive climate for the workshop
and to alleviate uncertainties or anxieties experienced by participants.

It is also important that participants are notified or invited in sufficient
time to allow for personal planning or scheduling and for clarification of

"any questiops.regarding participation. It may also bé useful to provide,

short preparatory reading material which can raise interest in or estab11sh
an initial context for the workshop.

Another method of establighing a positive workshop climate is to

involve participants (or representatives of the workshop target groups) 4‘¢§§§:, ,

in workshop planning activities. This might be do?e through simple written i
or oral neegs‘assessments which serve'both to provide information about the
felt needs of participants and to introduce participants to basic jérkshop
issues. . I't might also be accomplished by simply keeping key participants
informed of various stages of planning or decisionmaking, or by requesting

' the assistance of selected participants in obtaining workshop facilities,

reproducing resource materials, introducing resource persons, etg,

-
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.The training design specifies no procedures for participant involvement

_prior to workshop implementation; workshop personnel should select procedures
which are appropriate to the size, structure, and climate of their particular
- N agencies or 1nst1tut10ns . . >

»

7. what gart1c1pant materia]s are needed to imp]ement the .session?

A1l materials which are requ1red for part1c1pant use during a workshop
“session are attached to the session outline; these may be reproduced for
distribution to. session-participants. A]though the participant materials = .
for each session are fairiy exterisive (and thus require some financial
expenditure to reproduce in quantity), they are 1mportant to the successfu]
1mp1ementat10n of the session because:

. they provide quick reference information. for participants with 11tt1e '
prier background

o they support and highlight the information provided by facilitators
and allow participants to be actively invo]ved in the trdining process

¥ .
¢ they permit indiv1dua1 problém assessment and skills testing by .
part1c1pants related to/session concerns

L

o they reinforce particjpants' workshop session experiénces and provide l .
participants a documgfit for continuing on-the-job refetrence or use

~ (It should be noted that althohgh all re?uired participant materiais
are attached to the corresponding session outlines, a more comprehensiVe
.Participant Motebook has been developed and published as one component of
the Workshop Package. This notebook includes not only all worksheets used
diring the three Generic Sessions, but also additional reference material and —
.an extensive annotated 1isting of resources“rélated to Title IX and sex

~ equity. Idea]iy, each participant should receive a copyNof this full
Participant's Notebook and a copy of all worksheets for the Application
Sessions which are appropriate to their role--e g., adminstrator, counse]or,
ete. R

r .
8. - What fac111t1es equipment, and resources are needed for img]ementation
"~ of the workshop7
Theﬁphy51ca1 faciiities prdV1ded for a workshOp can make a significant
differgfice in the difficulty or ease of its implementation. The workshop
packa equires’ a room sufficiently large to accommodate all-participants
“for t ‘generic sessions and small .break-out rooms for each of the application
grogpvsessions provided. Moveable tables-and chairs facilitate the.creation
of an 1nforma1 environment-and ‘the implementation. of small group activity.
Attentiofi Should be given to ensuring that facilities are well lighted, at .
:a comfortable temperature and well ventilated, and within access of rest- N
rooms. It is desirable to inspect facilities well in advance of the worksh0p
. . to ensure .that they will meet the needs of the workshop ,

The equipment to be. utilized in the session is specified in the training
outline. Care should be taken to make arrangements well in advance of the
workshops for the use of "equipment to check just prior to the session to
ensuré that the equipment is available and in working order.

1-15 ;4
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§. What guidelines should be observed by facilitators throughout the
. workshop? ] > ) ’

Workshops dealing with sex equity often involve-participants in a . ‘ -
questioning of some of their earliest learnings and most basic beliefs and . '
assumptions. Individuals dealing with these issues may have negative
feelings about changing roles of males and females in our society and - ‘
experience fear or anger about sex equity efforts in education. It is
critical that workshop facilitators understand that these reactions are
to be expected and how to handle them in positive ways. Some suggestions
for dealing with possible resistance or rejection of the ideas covered in . ‘
the workshop \are outlined below. . ’ :

Workshop facilitators should: . ‘ s

e .Remember ‘that.change in knowledge, attitudes, and skills requires =~
, time and continued support. Each-person must move through a process
“\\ . of exploring, understanding, and acting on new ideas before they /
can be accepted. Rejection of ideas presented in the workshop should
. not be interpreted as,a personal rejection of the presenter.

-~

e Work to provide continuing support to participants even wheﬁ“fhey'are '
met by disagreement and/or resistance. Responses to be avoided by ‘~lf'

¢ workshop personnel include:
- Defensiveness--the expression through words or behaviors, that .
4 a facilitator or resource person feels as if dn attack has been
' made_against her/his personal ability or adequacy. Workshop

personnel should try to maintain an open attitude and deal .with
: the ideas presented by the ‘participant rather than the internal
‘ feelings that these ideas may create.
‘- Rejection of the group--the categorization of ‘an.individual
or group as “hopeless." One'of the ways that facilitators may
. deal with persons who. disagree is to reject them. It is important
N that workshop leaders maintain communications with all participants
: and continue to work through. the feelings and ideas presented.

- Future predictions--statements to an individual or the group such
as "I'm sure you'll eventually see it my way." Although it
is quite likely that many who reject ideas presented in workshops
. will chanige over a period of time, it is not helpful to dismisg
the issues being considered by making future predictions.
- Avoidance of the issues--dropping relevant controversial issues
before they have béen considered. Avoiding open consideration ° »
of possible implications of the Title IX regulation through
b .. a comment such as "There's really no need for-major changes in
. most programs" -does not contribUte to participant learning or o
: problem solving. Jorkshop facilitators should anticipate some ;\
) of the controversial questions or concerns which are likely to '
be raised and be prepared to deal with them, if only by admitting
- uncertainty and a wiilipgness to help participants obtain : .
o assistance.from other sources.: :

i

o S I-16 ‘ 2

-




-~

3

- Overcontrol of the part1cipaﬁz/group--press1ng the groéup -ahead
regardless of their present needs or ability -to deal with
some of the issues. Overscheduling.a .workshop agenda so that
time is not avaiflable for clarification questions or for
considerat10n of the implications of the information in small
group discuss#on is one way to overcontrol the participant

-group. Workshop plans must include time to ensure that part1c1pants

have ‘the opportunity for initial exploration and evaluation of

‘the information presented.

'Work to maintain a climate where participants'

and opinions.can be expressed and considered.

1]

_questions, feelings, .

‘ Maintaina nonjudmental; -
approach -toward the expression of feelings or opinions Qﬁ*ch\QSffer

from those be1ng expressed in the workshop.

Provide participants with concrete 1nfo§hat1on and materials whenever -

possible.. Much of the resistance to accepting change occurs when
people do not understand the rationale for change and the specific -
steps that must be taken in implementing change. It is essential
that - participants be given opportunity to identify specific directions
for change, to develop the necessary skills for changé, and to rece1ve
support and ass1stance during this process.. '

-
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IDENTIFYING AND
OVERCOMING BIAS IN COUNSELING AND COUNSELING PROGRAMS

APPLICATION. SESSION A- FOR COUNSELORS

* * Session Specifications

Session popu]at1on _Counseling staff of local education agencies

¥ o .
Session obJect1ves ‘The objectives of App]ication Session A include:

" e to provide the participants with an overview of the social/
7 - educational context of equality as it impacts the role and responsi-
© » bilities of counselors’ : .

e to provide part1c1pants with an opportun1ty to review the1r under-
standing of the Title IX regulation as it relates to counse11ng
services and the use of counseling materials

‘e to'provide participants with a framework for exam1n1ng the range
* of philosophical styles by which counselors can carry out their
- roles. and responsibilities as counselors and pupil personnel staff

@

¢ to provide partici $ with an opportunity to examine counseling
- practices whieh m acilitate or retard the provision of equity in .
the o ng of sex bias -in educational programs .

. fime required: three hdurs

Materials' needed:
%

For participant use:

N

"Counsellng for Sex Equity: An Introductory Assessment"—-Counse]or
Norksheet o, _

o‘"women, Men, and the Paid Nork Force"--Counse]or Worksheet 2
- e "Nomen Jﬂ\the Paid Work Force"--Counse]or Norksheet 27

o-"Recogn1zing Sexist and Norisexist Behaviors"-and accompany1ng answer
. sheet--Counselor Worksheet 3 and 3A

- | 0 "Assessing Sex Equity in Counseling and Gu1dance Programs"J-
: Counse]or Worksheet 4

4

Facilitators requ1red Although the sess1on could be conducted by a s1ng]e

person, it is preferable in most cases to share responsibilities among
several persons: (fema]e and male) who possess hoth subject matter -
expertise and group process skilts, and who represent racial/ethnic
d1vers1ty . .
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§ Facilitator preparation required:
The facilitator should:

| . . re )
- e thoroughly review this Sé@a] ses$ion outline and.all participant .
| : materials. ) K ~

"~ e review suggested lecturettes and comments and adapt them to accommo- )
.date unique group needs and facilitator style

- .Introductory comments (see section I
of this outline) : (10 minutes)
- Lecturette--"Counseling for Equity: 'The
Dual Systems in Education" (see section ¢
II of this outline) . . (10 minutes)

©

- Lecturette--"Counseling for Equ%ty: The
Dual -Systems in Employment" (see section .

“

i II of this outline) (15 minutes)
- Lecturette--"Achieving Nonsexist Counseling" .
(see section IV of this outline) ‘ (15 minutes)
X C]osing,comments'(see section V of this \

outline) \ ‘ ‘ ( 5 minutes) .
Group size: flexible ’ -
Facilities required: Meeting nodms to accomﬁoddte expected number -of %:

participants; moveable tables and chairs will facilitate small group v

work

¥

Equipment an& supplies needed: Overhead projector and,fransparenc1ES;
chalkboard and chalk, or newsprint. and markers; pencils-and pads for
each participant -

T
-
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II.

III.
IV,

VI.

v
COUNSELING FOR SEX EQUITY:
OVERCOMING BIAS ‘IN COUNSELING AND' COUNSELING PROGRAMS
APPLICATION SESSION A, FOR COUNSELORS

Session Agenda

.’ 7/

INTRODUCTION  * | TIME REQUIRED:
A. Introductory Comments ’
B.. Individual activity--"Counseling for Sex '

- Equity: An Introductory Assessment"
C. Small group discussion
D. Total group processing , .
COUNSELING FOR SEX EQUITY: THE SOCIAL/

EDUCATIONAL CONTEXT FOR CHANGE ~ TIME REQUIRED:

Ve

A. Lecturette-;"Counse]ing for Equity: The
Dual Systems in Education" ‘

B. Individual activit --"Women Men, and the ‘ .
Paid Work Force"

C. Paired discussions -

D. Lecturette--"Counseling for Equ1ty° The
Dual Systems in Employment""

E. Questions and answers " ’ ' °
BREAK " TIME REQUIRED:
~ COUNSELING FOR EQUITY TOWARD AFFIRMATIVE - -
"~ COUNSEL ING . TIME REQUIRED:
A. Lecturette--"Ach1ev1ng Nonsex1st ' , .
Counseling" .

»B, Questions and answers
C. .Ind1v1dua1 act1v1ty--"Recogn1z1ng Sex1st
.~ and Nonsexist Behaviors"
D. Small group discussion
E. Total group processing

COUNSELING FOR EQUITY: TOWARD AFFIRMATIVE

COUNSELING AND GUIDANCE PROGRAMS *  TIME REQUIRED:

A.' Introductory comments
B. Individual activity--"Assessing Sex
Equity in Counseling and Guidance -

Programs”
C. Small group discussion : <(47
D.. Total group processing- .

SUMMARY COMMENTS TIME .REQUIRED:
. : ' TOTAL TIME REQUIRED:

40 MINUTES
10'minutesJ

5 minutes)
15 minutes)

P~ I~ P

50 MINUTES
10 minutes)
10 ‘minutes

15 minutes)
10 minutes)

(
z §Jminutes;
(
(

10°' MINUTES
50 MINUTES

(15 minutes)
(“5 minutes)

5 minutes)
15 minutes)

(10 minutes)

.

25 MINUTES

(5 mfnutes)

2 5 minutés;
10 minutes

(5 minutes)

180 MINUTES

10 minutes).

'5 MINUTES - °

\



INTRODUCTION | : TIME REQUIRED: 40 MINUTES

(A) Introductory comments (10 minutes)
(B) Individual activity~-"Counseling for

Sex Equity: An Introductory Assessment"( 5 minutes)
(C) Small group discussions (¥5 minutes)
(D) Total group processing . (70 minutes)

Purpose of the activity:

The purposes of this activity are:
o to introduce the facilitator(s) to the participants

o to provide participants with anfoverview of the Application
Sessions for Counselors

0 to provide the facilitator(s) with an 1nd1cat1on of the exper1ences
and perceptions of the group .

Materials needed:

For participant use:

e "Counseling for Sex Equity: An Introductory Assessment"--
Counselor Horksheet 1 .

For facilitator Qse:

e Chart (on newsprint, chalkboard, or acetate transparency) listing
session objectives as they appea? in section I of the out]ine

¢ Sheets of newsprint for recording group data (see "Tota] grou
processing" instructions in this section of the outline)
y
Facilitator preparation required:

The facilitator(s) should:

o thoroughly review this outline and ali participant materials
o review suggested comments and adapt them to accommodate unique
group needs or facilitator style

Procedure: ?

A. Introductory comments ( 5 minutes)

The facilitator should begin by ascertaining that all participants
are in the correct application session--that they are counselors or
that they have'elected to focus on counseling issues during the workshop.
The facilitator should describe the purpose and format of the applica-
tion session, making the following points:

)
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e The application sessions are designed to provide participants with
the opportunity to work with people in roles similar to theirs
(in this case, counselors) in exploring issues related to Title IX
implementation and the achievement of sex equity which are
.particular to their role. ‘.

o There will be two three-hour application sessions conducted for
each group of personnel.  These sessions are sequential, not
interchangeable. It is important that participants attend both
application sessions designed for their group. Time will be
provided after the two sessions to work again with people in
other roles. (This will be the purpose of the last workshop -
activity.) R '

Next, the facilitator should take a moment {3 introduce her/ -
himself and to provide a brief‘descriﬁ?ion of her/his involvement in
issues of Title IX and sex equity as they relate to counselors and -
pupil personnel staff. Any housekeeping information necessary--
restroom locations, availability of materials and pencils, scheduling
of refreshments, etc.--might be included at this time. v

The_purpose of th%s first dﬁtivity is to assess partic{pants per-
ceptions of the types of differential treatment that are manifested in

" counseling practices, counseling materials, counseling programs, and the
-employment of counseling staff. This ipformation can guide the facili-

tator in the determination of various points for emphasis or, de-emphasis
during the sessions and in the identification of resources within the -
group. In addition, it provides an opportunity for facilitator and
participants to get to know each other and to build a common frame of
reference. .

The facilitator should initiate this activity‘with comments such as . .
the following:

Suggested comments:
"Duning the §inst two sessions of the wonkshop, we considered

the fLegal and social/educational contexts for Title IX, and we
neviowed some of the specific nequirements of “the regubation Zo impLement

Title IX. We wonked to assess and redine owr skifls at envisioning

. .

various aspects of education as they might appear if they were free grom
discrnimination and stereotyping, at identifying violations of Title IX
requirements, and at formubating the kinds of actions which might be
taken fo comnect discnimination and’to nemedy its effects..

Mn these two application sessions fon counselors we will be

‘considering these same concorms but from the perspective of the nole

and the nesponsibility of the counsefor working within schools. Duking
the §inst sessdions_we will: o

1
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/o cons.idern the pmie&uonallpfuiouyohccal con,text and valfues
which we bring fo the implLementation 04 our rofes as coun-
selons and pupll personnel stagfh ’

Our nesponsibilities as counselons and: pupil personiiel
staff for the provision of nondiscriminatony and equitable
educational services to students ane especially impontant
because 0§ the nature of the services we provide. 1t is
ouwr nesponsibility to provide individual guidance services
forn studen®s, to identify the common needs of situdents, and
20 wonk with school peyonnel developing individual and
gnoup proghams which can meeti the needs of students. Our
mee 04 neﬂe/tence gon approaching this task is impontant
§on determining the outcomes for students and the ultimate
success of their educational expe/uence .

o identify the specific ways in whx.ch sex disouimination and
bias ane manifest in counsefing plw.ctwej

. Dwuing this. session we'fl be examining the 5peu54c ways
that bias and discrimination may be incorporated within the
types of services that we provide students or the ways in
which these services are de,ave/w,d

¢ identify the action steps which we can fake to eliminate sex
discuinination and atfain sex equily in counselfing pmc,tcce
F2
Idéntifying the 5peu5&c forms of diseriminaiion and bias
-4n counseling practices 4is only the §inst step forn working Zo
achieve equity. It is crnitical that we move Zo the {dentifi-

cation of the connective and remedinl steps which are necessarny '

for the elimination of disenimination and the ent of
sex equity. }

"Durning the second session, we will :

o identify the specific ways in wh,c_ch sex bias is maruﬂu.t in
couns eling materials -

The Title 1X negulation -prohibits the use of counseling and
testing instruments which require differential treatment of
males and females and the use of matenials which state or imply

. that careen and personal choices are mone appropriate gor one
sex than the othen. We will be examining the specific foams of
bias in materials and in counseling programs.

«cden«tcﬁy the specific ways sex bias is maru.ﬂu.t in the design’
and use of testing wmmmfb

}
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The Tikle IX negulation prohibits the use of te&m
instwments on procedures which are biased. We will neview
‘the nequirements and the methods which may be used fon
enswiing sex fainneds.

o Aidentify the action steps which we can take to eliminate sex
desernimination and attain sex equity in Zne use o4 counseling
materials and Zthe design and implementation o4 coundeling
proghams o K ,

" Knowledge of the methods which may be employed for using
. counseling materninds L8 essential for counseling personnel.
We will be examining Some Zechniques fon uding counsebing
matenials and ensuring that counseling se/wices are directed
towand opening options for students. We will also be examining
. those programs which can provide the comective and remedial
actions necessany for achievding sex equity." '

-

After completing the. general introductory comments, the facilitator -
should then display the chart of objectives for Session A and review them
with participants. This might be accompHshed through comments such as
the following: . W

"Befonre ule move Linto the fiust activity, I.e/t'é take a moment to
neview oun Apeuﬂm objectives fon the session. 1've said that we
would be considering the philosophical/professional cowtex,t 04 coun~
deling services, the specific forms of discrimination and bias in

oundeling practices, and the action steps which we can take to elimdi-
e discrimination and bias. More specifically we will be:

0. neviewing the social/educational context of equality as it
. ) Ampacts the nole and nesponsibilities of counselors

¢ checking our understanding of the Title IX negubation as it
ndmo counseling services and the use 05 counée,ang
mat

‘e examining the range of philosophical stylLes by which we can
cay out our roles and nupomibf,utéu as counselons

0 ~e;canu.mng &ounAwmg p/zae,ﬁcu which may facilitate on nretand
. the provision of equity and the auejl.comwg 0§ sex bias 4in
, educational proghams" \ s

Before moving into the next activity, the facilitator should provide
- time for participants to ask questions regarding the objectives for
Session A or the general direction of the application sessions.
B. Individual aetivity--"Counseling for Sex : :
Equity: An Introductory Assessment" ( 5 minutes)

-4-.

33




* The facilitator should introduce this first activity‘by explaining
that the assessment.is designed to accomplish two purposes:

e it provides participants with the opportunity to identify
the forms of discrimination and bias which are evident in
the counseling practices ‘and programs in which they work and
to.share this information with others ' -

o it provides the session facilitator(s) an opportunity to gain
information about the experiences and concerns of the partici-
pants which can enable her/him to address their needs during -
the sessien act1v1t1e§' . : ) .

The facilitator should ask the participants to take out a copy of
Counselor Worksheet 1, "Attaining Sex Equity in Counseling: An Introductory
Assessment.” She/he should ask participants to answer the questions, on

™\ the basis of -their experience. and-observations. Explain that this in-
\formation will be shared in small group discussions and used as a reference
\point‘thrqughout the sessions. Participants should be given about-five
macutes to complete Worksheet 1 1nd1vgdua11y. '

C. Small group discussions ‘ : (15 minutes)

\ - : _—
- When the participants have cémpleted answering the questions !individually,

the facilitator\should ask the group to form groups of fodr persons each.
The facilitator/should suggest that participants meet with persons.they
do not know. o : s

When the small groups have been formed, the facilitator should ask
participants to intcoduce themselves and tell something about their
interest in sex equity programs and/or their interests in attending the
workshop. When this has been completed, they should be asked to share
their responses to the questions which appear on Counselor Worksheet 1,

Participants should be provided approximately 15 m{;htes for
their small group discussions.: During this time, the -facilitator(s)
should move from group to group in order to identify any questions or
concerns which should be dealt with in processing this acti¥ity or in
Tater session activities. ~

D. Total group processing . (10 minutes)

After approximately 15 minutes of small group discussion (or when
facilitators feel that the discussions have moved on to topics outside
‘the scope of the activity)sthe facilitators should reconvene the total
group to process the small group discussions. .

The processing may be -carried out by asking participants to share
responses to the questions. which appeared on the worksheets. It would
be useful if a second facilitator or volunteer makes-notes of the
responses to the questions on sheets of newsprint. ’
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If the facilitator feels that participants are'having difficalty
-identifying examples of differential treatment of females and males
in counseling practices, programs, materials, and- employment, she/he

may wish to remind them of the discussion and activities related to
- Title IX prohibitions which was included in Generic Session Two.

If participants seem to have had no difficulty with the firsf
question, the facilitator may wish to move on to the discussion of -
‘easy" and "difficult" activities necessary for achieving equity in .
counseling programs. -

- Participants may find.the final question on the worksheet (the
question regarding the outcopes of - the attainment' of sex equity)
difficult to understand or to answer.’. Those who are -uncertain of the
issues involved may respond with such answers as "We'll be in compliance
with the Taw," or they may even question the legitimacy of efforts to
extend students examination of available options. “If some -participants
do not suggest that one of the important outcomes of efforts to attain
sex equity in counseling is that it provides a means of re-evaluating

the methodology and results of chunseling practice, the facilitator ﬁﬁ‘
should raise these points in order to provide a transition to the next H
activity. The facilitator should conclude the discussion by indicating i’
that during the remainder of Application Sessions A and. B/ they should
keep in mind the question of outcomes/and results as they move through
an examination of: ' . :
- ‘e the philosophy and values which guide our counseling o
" activities : RN
° biashihkcounSeling pragtices 'ﬁ%
7 !
i

® bias in counseling programs , ' N
v

® the programs which are necessary for correcting and remediating - -
sex discrimination and bias in education and in society .

At the close of the discussion, the facilitator should retain
copies of; the newsprint 1isting "easy" and "difficult" aspects of
achieving séx equity for reference at appropyiate.p?ﬁnts during .
Sessions Arand B. , : -
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II.

-

COUNSELING FOR SEX EQUITY THE SOCIAL/EDUCATIONAL
CONTEXT FOR CHANGE - o I —

(A) Lecturette--"Counseling for Equity: !

: The Dual- Systems in €£ducation"” (10 minutes)
(B) Individual act1v1ty-—"women. Men, and the
Paid Work Force" oo 5 minutesg
$C1 Paired discussions ‘ . 10 minutes
D) Lecturette--"Counseling for Equity:
The Dual Systems in Employment" §15 minutes;
{E) Questions and answers -,

10 minutes

Purpose of the activity:

The purpose of this activity is:

e .to provide an overview of the social/educational context
of sex,equ1ty

¢ to provide a frame of reference of the existence of dua]
SYSt&Wf in education and in emplovment

]

e to provide participants with an Opportunity to begin to
identify the implications of the dual systems for
counseling practices and programs :

Mate%ials needed:

For participant use: ' ‘ .
o "Women, Men, and the Paid Work Force"--Counselor Horksheet 2
For fac111tatof use:

’ Charts<n? women's participation in the work force

-Facilitator preparation required: .

I3

The facilitator should:

o thoroughly review_this section of-the-outline-and-al}l--— -
participant materials

. Vreview suggested lecturettes and adapt them to accommodate
unique_group needs and facilitator style

e prepare chart (on acetate transparency or newsprint) on

. changes in women's status and participation in" the paid work
force

36
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Procedure: '
\ ! il
A. Lecturette--"Counseling for Equity: ‘ )
- . - The Dual Systems in Education" (10 minutes) Lo
'§‘uggestéd lecturette: | ‘
X ( "Wo began to considen the speeific ways that differential "theat-
ment may be manifest in counseling’ behavions and counseling services
dwiing the Last activity. We identified those things which Mﬁwu,ed :
probably be easy to change in counseling practices and prog and the

Lhings that would be difficult, to change.. As we have begun to delineate
these specific forms of differential treatment in counseling, we begin
Zo see the outlines of what we might refer to as a dual system on a
double standard of counseling females and males. ,

"ALthough most of us have necognized some of the efements of. ~
the dual system of counseling for years, we may tend to overlook the , .
extent to which this dual system permeates the institutions of owr .
Lives and influences much of our behaviof. As we are involved in the
,day-to-day nesponsibilities of providing’services to students and of
operating counseling proghams, it may be difficult for us to keep 4in
mind the ultimate pwipose of our hetivities and the nelationship of
those activities to othen institutions in the society. 14 we are to
comprehend §ully the significance of efforts to eliminate sex dug—

~

nation in owr own counseling behavions and’ counseling services, we
must conddiden this Largen social and educational context within whi
we provide counseling services. ' ‘ -

"Duwring the next few minutes we'ne going to examine this Largen
social/educational context as a means of Lidentifying and reviewing:

o the social .conditions which have given nise to owr concern with
the elimination of sex discrimination and the achievement o4 ‘ "
' sex equity in education - . ‘

o the impact of change as it determines the. needs 06' ‘owr students
and the preparation which can best enable them to participate
effectively in home ‘and wornk roles which- are Likely to exist
in the future .

@ the baseline conditions §nom which we may evaluate some o0f-
the Long nange nesults of our effonts to eliminate sex dis-
vuimination add bias and achieve sex equity in educational

oghams

"Durning the §inst activity of this session we began to identify .
Zthe components of the duak-system of the treatment of females and males
4n counseling proghams. The dual system is designed fo prepare females
and males for the differential Life noles which traditionally wene
assigned on the basis of sex. ’ :

v
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" "lithin ourn soclety we §ind the noles of people have in the past
been onganized and prescribed on. the basis.of sex. The simplest foam
of this dual role system was found in the formulation that it was the
. hole of males to work outside the home to provide the necessary income
- and nesounces forn the family; and the nole of females ta work inside
the home caring fon the/family and supporting the &fforts of the male
2o provide forn the economic needs of the family. AlLthough this may
seem to be the 'natural' onden of ‘things in that they supported the
bioLogical patterns of child-rearning, it 48 interesting to note that
different societies find different solutions for the assignment of roles
and make different assignments on the basis of sex. Thus, what may
appear to be natunal, actually is the nesult of cultural decisions and
cultunal conditioning.: In general, societips tend to emphasize the
differences between the sexes and to ignoné or to deny the enonmous
overlap between the traits and, abilities of the sexes. -

"Societies evolve and s0 do the nofes which were once congruent
with the needs of persons in an earliern era. We can see that ouwr own
society has moved from an agricultural to an industrial to a technolLogical
base. This evolution has created the .need for nre-evaluation and a comple-
mentarny evolution of the noles of females and males. During the finst !
Generic Session of this wonkshop we examined the changes in the holes of
women and the nelated changes in the Lives of males. The demand for sex
equity 4in education, in empLoyment, and in society.is a-natural outcome
‘0f the changes in the nofes that females and males already perform within
owr society.

"The ultimate goal of the efforts to eliminate the assignment of
noles on the basis of sex is not to eliminate the need for provdiding
a strweture 2o our soclety and the need for preseription of rofes within
that society. Rather, it is an eﬂgon,t to provide women and men ‘the
§needom 2o choose §rom among all of Life's options; to select work on
the basis of the abilities, talents, and .interests of the individual
nather than on the basis of thein sex; and to develop a socialization
system which can produce flexible, creative, Loving persons regardless
of thein gender. ' '

Y

"To achieve this, it will be necessany to eliminate the prescrniption
0§ roles and the maintenance of dual systems in our child-rearing
practices, 4in our educational proghams, in the strwucture 0§ our employment
system, and in our day-to-day expectations and behaviors which are based
on sex. let's takd some time to examing the extent to which these dual
systems operate 4in each of these areas. ’

- THE QUAL SYSTEM IN EDUCATION

"Sex-role Learningd are among the §inst Leawnings of children's
Lives. Our patienns of child rearning are based in Large measure on
steneotypic dif fenentiation of female and male children which is reinforced
throughout their Lives. _ ‘




"When childhen enter AEhooz, the dual systems of sex nole sociali-

zation continue to exist. Let's take a few minutes £o review some of
the manifestations of the dual system in education programs.

e Women's participation in education decrneases with progressive
Levels of education.

In the United States, young women are mohe Likely than
young men to complete secondary schools. However, gewer women
 than men continue thein education beyond the secondary fLevel. ~
Women are underrepresented as students in mosit posisecondary
programs, the exceptions being the so-called women's occupations .
such as nunsing, elementary schobl teaching, home economics,
cosmetology, and clerical occupations, and undergraduate proghams
Ain which women have traditionally ewwolled, such as the humani-
ties. : K

Although the propontions of women who have participated
in postsecondarny education have nisen sLightly, there has been
comparatively Little change in thein participation over the
past 45 yeans. 1In 1930, women eannéd 40 percent of the
bachelons, 4inst professional and mastesr's degrees, and 15,
percent of doctoral degrees. 1/ 1In 1974-75 women earned 43
percent of the bachelors and §inst professional degrees, 45
percent of the masten's degrees, and 21 percent of the doctoral
deghrees. “The major changes toward increased participation -
of women in postsecondary education have taken place during the
period of 1969-70 to 1974-75. 2/ J

14 we considen the numbens of persons capable of college
Level work, women are underepresented. Pullen noted:

1Among students capable of college Level work, 65 percent
0§ the men enter college and 45 percent gradwate. Among
women of comparable abifity, onby 50 percent enter and
‘30 percent graduate.' 3/ -

o Within comparable Levels of education, there 4is evddence of
dex seghegation in the {Lelds \pursyetl by students.

Although we can observe change toward the neduction of sex
segregation of women in specific areas of posisecondany situdy,
we 8LiLL find that sex typing of areas of study is evident. In
'1974-75, 6é4° percent of women recelved bachelfors degnees in five
ameas--education, social science, health professions, Lettens,
and psychology. Sixty-iwo percent of the mafes received
bachelons degrees in give areas--business and management, social
sciences, engineering, education, and Lettens. 4/

One 0§ the antecedents of such sex segregation with academic,
fietds 4is identified in a study of freshmen students admitted
Zo the Univernsity of Califonnia, Berkeley, which was conducted
by Lucy Setls. 5/ 1In a handom sample of greshmen admitted to-
Berheley 4in the fall-of 1972, 57 percent of the males
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had taken foun years of mathematics, itluding the trigonometry-
solid geometry sequence, compared with 8 percent of the gemales.
The 4 years mathematics sequence is nrequired for majoring

ir every gield at-the University except the traditionally -

. §emabe-dominated- fields of humanities, social sciynces, Libranian-

ship; social welfare, and education. In practicall teams, this

' means that women are not able to move into fields Buch as enginees-

ing, computern sclence,. economics, political science, chemistny,
fonestry, biological sciences, efe.

The Setls study is particularly interesting in view of a
§inding of.a study nepoited by John Ennst. 6/ In a study of
secondany students there was Little difference in the percentage
0f female and male students interested in mathematics courses
in high school. The differential participation 0f §emales dnd
makes in high school mathematics i8 rather the nesult of matle
students' undenstanding of the importance of Mathematics cowrses
as a necessany prerequidite for thein subsequent careens.

Sex segnregation in vocational education proghams 48 atlso
appanent. In eight of the nine vocational education areas
66.7 percent vn more of the emrollees are of one sex. Males
are a majonity in the progham areas of agriculiwre, technicak,
tuade and industry, and special programs. Females are a majority
in the areds of consumer and homemaking, health, occupational
home economics, and office. Only in the area of disiribution
proghams do we §ind anything close fo a batance of male (52.0
percent] and female-enrollees (48.0 percent). 7/ - -

. ' . .

Dif ferential preparation of male and female étudenﬁ are
neffected in differential student performance?

“You will necall §rom the §inst,Genenic Session that the
nesults of the Mational Assessment of Edulational Progress
were discussed. This national assessment indicated that iales
genenally did better than femafes in fowr majon subjects in-
cluded in the assessment: mathematics;—social science, social

" studies, and citizemship. 1In the four other Learning areas,
“females consdistently outperformed males o any Large degnee 4in

only one (writing), maintained a éuglvt advantage 4in one

(music); and in the nemaining two subjects (reading and £it-
cwatune) were above male achievement Levels at age 9, then
dropped to Lag behind mates by the young adult ages 26-35.
Porhaps the most impontant indication of a differential educa~-
tional system was the fact that mdle-female achievement in the -
male dominated areas (mathematics, science, social studies, and
citizenship) show scholastic achievement that is fairly equef.
By age 13, however, §emales have begun a decline in achievement
M continues dowmward through age 17 into adulthood. 8/

The accumubation of evddence clearly documents the existence.
0f the dual systems in education. The existence of these systems
in education, however, i8” not accidental. They serve the needs
0§ other institutions in our society. Perhaps the most impontant
outcome of this differential sex nole socialization becomes

.‘]]‘ , ( \\‘
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appanent when we twwn to an examination of the occupazxonat
stucture of our society.

As counselord we may be {nundated with infonnation as to

the outtook. for various careens. We are aware that not only

48 the nature of available jobs changing but also the composi-

Lion of the paid work force. Seldom, however, do we siop

Zo consider the totnl picture and the specific implications of

changes forn counseling programs and pmactxceb. Before we move

ahead to an examination of the dual systems in employment,

would you please take out Participant Wonksheet Z--'Women, Men,

and the Paid Work Force." Three general questions negarding

the ing nature.of Zhe work fonrce and their implications
. for pounseling are provided. PlLease take about 5 minutes fo

wuite down those things which come to yowr mind.”

B. Individual act1v1tv--"Nomen, Men,
- and the Paid Work Force" . ( 5 minutes)

" The facilitator should move around the room, offering encourage-
ment, providing any necessary clarification or answering any partici-
pants questions.

C. Paired discussiong . (10 minutes)

After participants have completed the worksheet, the facilitator
should ask participants to pair off with another person who is sitting
near them and compare their -responses on the worksheet.. This could
be ¢accomplished by making comments such'as the following: !

. "Now that you've had an opportunity to think about the questions,
we'd Like you to tunn Lo someone who L8 sitting near you. and take a
few minutes to share and discuss youn answers. As you discuss your -
answerns, give panticulan attention to the Last question: what are
. the implications of these trends for counseling programs and practices?"

. The facilitator should be available to answer any questions or
prov1de any necessary c]ar1f1cat1on.

-12-
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D. Lecturette--“Counseling for Equity: o (15 minutes)
The Dual Systems in Employment" :

The purpose ‘of this lecturette is to summarize and extend the
information which participants have identified in the worksheets and
the paired discussions. The facilitator should lead into this activity
with comments such as the fo]lowing:' .

MEach of you has identified some of the changes and trends in the
natuwrte of the U.S. paid work force and some of the implications of the
changes fon counseling. At this time Let's neview a formulation of the
changes in the work force and see how closely it agnees with the trends
we identified. As soon ¥ we have reviewed this formulation, we'll be
picking up on the implications for counseling." =

. DUAL SYSTEMS IN EMPLOYMENT

"Just as we can id¥ntify evidence of the dual systems in: child-
reaning and education, it is possible to identify its manifestations
. 4n employment. Let's neview some of the gederalizations negarding
the Jparticipation and status of women in general and some of the
particular ingonmation negardéng women from ethnic ming/u'/ty groups.

Suggested lecturette: _ .

"o will be newiewing a Lot of information in a very shont time.
Listen for the mdjon points, don't worry abouwt making note of all the
f{gures. We will be following the major points-on the chart you see

displayed. Each of you will neceive a fact sheet summarizing the data
agten the Lecturette is completed. ‘

Women's Participation in the Paid Work Fonce
="

¢ Women arne entering the paid work fonce at steadily inereasing Wu.

. Since the tum of the century, women have been entering .
the paid wonk force at steadily increasing rates, and this
Trend 48 expected to continue. 1In 1900, women constituted
only 20 percent of the paid work fonce in this country; by -
1940 this figure was 29 percent. By 1960, women made up |
33 percent of the paid Labonr fonce; by 1970 this figure had.

’ climbed Zo 38 percent. 9/ Today, 41 percent of the paid Labon

' force in the U.S. is female.. 1t is interesting to note that
the U.S. Department of Labonr forecasts made as necently as .
three yeans ago did not predict that thés 41 percent figure
would be attained until 1985, 10/

If women's entry into the paid work force continues to
dnerease at its present nate, women will comprise 50 percent
0f ‘the paid work f§once by the twwn of the century Lf not™
before. 11/ As we-mentioned during the §inst Generic Session,

-13-
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ELL Ginsberg, Chairman of the National Commission of Manpower
Policy, had stated that the entry by women into the paid Labon
force (8 'the sdingle most outstanding phenomenon of our century,’
a phengmenon which has 'Long-term impLications which are abso-
Lutely unchartable, 12/

nereasing nates of entny into the paid wonk fonce are
characteristic of all groups of women in our society, regard-
Less of: ’
»

Racial on ethnic group membership--Wlomen of all racial-
ethnie gnoups on which data are available (white, Black,
Hispanic, Asian and Mative Americans) are entering the paid
work force at increasing hates.l3/ ‘

-

Age--Fifty-four percent of all women between 18 and 64 yeans
E%nge are in the paid work force. 1In every age ghoup be- -
tween ages 18 and 54, at Least 56 percent of all women are
An the paid Labon force. Onbly after the age of 55 does
women's fabor force participation drop below 50 percent. Fon
all groups of women aged 16 through 54 Labon fonce parti-
elpation rates (Lave been consistently increasing. 14/

Manital status--Three-§ifths of akl women who ane in the paid
wonk fornce are marnied and Living with their husbands ; more
than one-§ifth have neven been married; and nearly one-ﬁéz/th

Y

are widowed, divorced, on separated §rom thein husbands.13,
Acconding to a necent Department of Labor survey, both hus- *
bands and wives arerworking in nearly half (47.1 percent) o4
the nation's mawiiages. The.survey concludes that 'the con-
cept of a family whenre the husband is the only breadwinner .

. and the wife is a homemaker out of the Labon force . . . does
not represent the typical American family of the midde 1970's.16/

Maternal status--ALthough the presence on absence of children
An the home does affect a woman's participation in the paid
Laborn fonce, mone- and more mothens ake working for pay out-
d4de the home, The number of wonking mothers has trhipled
dince 1950. There were nearly 14 million women with children
under 18 in the paid Labor force in 1975. This §igure nepre-
sents 47 percent of all women with children under. 18, and it

. eflects an increase of 4.5 million since 1965.17/ Although
‘mothers of children under 6 yeans of age have the Lowest

» Labon fonce participation rate of any group of mothers, their
participation L8 also increasing at a faster hate than any
other group. Today, 39 percent of all wmothers with children
under 6 are in the paid work force. 18/ .

¢ The number of yeans that the average woman can expect to parti-
CAp. n the pacd work force £s aerneasing. )

L . -
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Women' &

~—

The average young woman today can anticipate 22.9 years
of paid employment. 1 she remains single, she will work fon
pay outside hen home forn 40 years; if she marrnies .but has no
children, she will work for 30 years. The average young woman
who has children can expect to work for between 15 and 25 yeanrs, -
depending on the mumber of children that she hps.19/

Status in the Paid Wonk Force

-

Women tend to be concentrated in a Limited number of 'women's
occupations,' most of which fend fo be Zower paying Than Lhose
gccg.ga'{,éom in which males predominate. - S

Nearly 70 percent of all women working for pay are empfoyed *
in three occupational ghoups: clenical occupations (which
employ 35 percent of -all women workers), sewdce occupations
(which employ 18 percent), and professional and technical
occupations (which employ 15 percent). In contradi, only 50
percent of the men in the paid Labon fonce are employed in
the three occupational categonies which employ the Langesi
numbens of men: skilled cragts (in which 21 percent of alf
male workens are employed), progessional and technical oveupa-
Lions (which employ 14 percent), and managerial occupations
(which employ 14- percent). The occupations, in which women
predominate typically, pay Lowen wages. than those in which
men predominate. 20/ K

Women ean Less than men even when they are employed in the
same occupational categories . : '

Women earn Less than men, and the gap between the earnings
of female workens and male workers is increasing. In 1967
full-time female wonkers earned $.62 for every $1.00 full-
time male workens eawwned. By 1974mfemale full time workers
were eaning 3. 57 as compared to each $1.00 that males earned. 21/

The differences in earnings are the nesult of a number of
factons. Women are concentrated in Lower status jobs of a
traditional rature neflecting thein Limited educational . -
experiences. Frequently, women are paid Less than men for the
same fob. Lastly, the increasing entry of women into the paid

" fabon fonce has meant a substantial increase in the entry of

new and ne-entry women who must often accept Low-paying jobs
Howeven, even after adjusting fon occupations, work experience,
and education, women sLill earn substantinlly Less than men.

Women in the paid Labor fonce are more Likely than males to be
unemployed . , ’
e -
¢ 1In,1975, ¢he unemployment rate for women was 9.3 percent;:
for makes, he §igure was 7.9 pencent.?2?/ ‘

Two-thinds of women in the paid fabor force today work outside
Zhe home due fo economic need.,

-15~- ’ . -
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Two-thirds of the women who work™outside the home do 80
out 0§ economic need. Seven out of every ten women workers
(68 percent) support themselves on theifi families, or they
supplement thein husband's Low income. Forty-iwo percent of
all women Workers have no husband present. 0f the mawied
women workens with a husband present, 26 percent are
supplementing husbands' incomes which are below-$9,999. 23/

0§ particular. concern in this categony are the women who
head families. Today, ‘one out of every eight families in the
United States o4 headed by a female. 24/ According o one
necent prediction, fowr out of Zen you}rtzﬁ women now 4n high
schoold will become h 04 families; they witl be the sofe
support of themselves and thein children. 25/

" Ménondity Women in the Paid Work Force

"The generalization and §igures we've fjust neviewed are based on
Ainformation negarding alf women in the paid work force in £his country.
1t is impontant that we nemember, however, that boih the histornical
and contemporarny experiences of women in the paid work force differ
acconding to their nacial-ethnic background. ‘

* "It 48 akso meo/)utan,t that we necognize that the minority woman
faces a double bind in the job marhet--she is both a member of a -
nacial-ethnic ménonity group and a female. Most of us today are
familion with infornmation regarding the concentration of minondity
workerns in Lowern paying positions, the higher unemployment rates of
minonity workens, etc. Many of us may not nealize the extent to unich
the minonity female worker 44 affected by-both her dex and her nracial-
ethnic minonity status. . -

o Tn the past, minonity women have had much higher nates of
participation An the paid work”force than white women.

Although the 1975 Labon force participation rate of minornity
women .was only sLightly higher than that of nonminority women
(56 pércent of all minority women between ages 18 and 64. were
Ain the paid Labon force, as comparéd to 54 percent of all
nonménonity women in this age ghoup), minonity females have had
much highen participation rates than nonminonity females 4in the
past. 26/ 1In 1948, the nepresentation 0§ minornity women in
the paid work force was about half again as high as the repre-
Sentation of nonminonity females. ~27/ Black women have the
Rongest histony of wonk gorce participation of any group of
women, ‘The 1890 census showed an empLoyment rate for Black
women monre than twice the rate of white women. 28/

¢ The cwurent nates of Labon force participation by minority
women vaiy among difgerent ractal-elhnic ghoups.

Black women: 1In 1974, Black women accounted fon 11 percent of
The Zotal population of women in the United States and for 13
percent of all women in the paid wonk fonce. Today, the Labor
fonce participation nates of Black women exceed thode of whife
women in all age ghoups above 25 years. -. Although R!igck women, *

2% women of all racial-ethnic groups, are .
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entening theypaid woak force at increasingrdtes, the increase
for them is Less drnamatic as a result of h(ghpa/u‘,cu ‘
pation rates in the past.} 29/ -

"Hispanic women: 1In 1972 the work §orce participation hates
gorn Hispandc women were below those of both Black and white
women, Work force participation rates differ, however,

the various Hispanic groups. The work force participa-
tion nates of Cuban women are sLightly higher than those of
eithen Black on white women, while those of Mexican-American
and Puerto Rican women were Lower than thosde of either Black -
on white women. 30/

Asian-American women: Japanese; Chinese, and Pilipino’
women are enfernding Zhe paid work force at papid nates. A
majonity df Asian-American families today have two wage earners. 31/

Native Amorican women: Acconding to 1970 é‘iimu data, 35
percent of all Amendean Indian women are in the paid Labon
fonce, as ane 29 percent of all Aleut and Eskimo women. 32/

Minornity women  with children are monre umg; to work than
nonmuno/uty women weth children

Sixty-one percent of minonity women woth children, ages
6 2o 17 yeans, were in the paid work force 4in 1974, as
compated with 53 percent of ronminority women in this categony. |
Fifty-two percent of minority women with children. under 6
were employed, as compared 2o 34.percent of comparable non-
minou,ty women. 33/ :

Muwuty women tend to be concentrated in the !;awen ‘paying - )
oc_paixoné A ouwr soetety . . - %

Minonity women are Less. Likely than white women to hold  *
white-collan fobs and mone Likely to be in either service on
.. blue-collan jobs, The proportion of minonity women employed
in clenical wonk is incheasing with time, however, while Zhe
proportion employed in private household work is declining. 34/

Minonity women have the Lowest a.veluxge incomes of all workers

In 1973, the average yearly income of white males and
females and’ minonity males and femates employed on a gull-time
yeaki-nound basis was as follows: 35/

\wlu,te mates 811, 633

minority, mabes $ 8,363
A




III.

white femafes $ 6,544
minonity females $ 5,772
"t 44 dnteresting to note thwt'when educa.téonvu/%(.d constant,

the income differential between minonity and nonminority women workers
s eiminated. 36/

o Minonity §emales have the Mgh@i unemployment rate of any
group <n the patd work gorce. o )

Unemployment nates are consistently higher for women than
for men, fon ‘teenagers than adults, and §orn minornities than fon
whites. In 1975, unemployment rates by race and sex were as

follows: 37/ & - y
white males 7.2 percent
white females §.6 percent
minonity mdkes 13.7 percent
‘ minority 6ema.£u. 1420 percent

o Minonity women are more £Likely than white women to be in the
paid work force as a nesult of economic need.

0§ the mone than 2 million minonity women in the paid
work fonce, mone than two-thinds (63 percent) have husbands
with {ncomes of-Less than $10,000 a yeawr. (For white women

in the fabon force, the comparable figure is 26 percent). 38/

Nearly oné 4in three minonity families &8 headed by a woman,”
who 48 the sole support of herself and her family." 39/

E.” Questions and answers " (10 minutes)

The facilitator should ask if there are any points which need
to be clarified. If questions are raised, they,should be dealt with
before moving on. When questions have been answered, the facilitator
should go back to Participant Worksheet 2 and process participant
responses. This may be done by asking-questions such as:

Did you identify all or most of the six general points regarding
women's participation and status in the paid-work force?

~ Did you identify any of the differences and/or similarities of -
the participation of minority group women? N

What are some of the implications of this information for counsgl-
ing practices and counseling programs_? : .

After participants have had some time to consider these questiohs
or other related issues, the facilitator should announce a ten minute
break. - : S

BREAK h ' _ TIME REQUIRED: 10 MINUTES
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Iv. COUNSELiNG FOR EQUITY: TOWARD AFFIRMATIVE

COUNSELING ‘ ‘ TIME REQUIRED 50 MINUTES ¢
(A): Lecturette--"Ach1ev1ng Nonsexist Counsel-

ing" - 4 (15 m1nutes)
(B) Questions and answers ( 5 minutes)
(CYy Individual activity=-"Recognizing

Sexist and Nonsexist Behaviors" ( 5 minutes)
B) Small group discussions- (15 minutes), "
E) Total group processing ' (10 minutes) :

'Purposes‘of the activity: ) : q\\‘-\h\ .

The purposes of this activity are: : ) e
e to provide part1c1pants with an overview of the man1festat1ons
of the dual systems in colnseling pract1ces

e to provide participants with a formulation for considering
, sexist and nonsexist behaviors in coupseling and their possible
differential 1mpact on females and males

. to provide part1c1pants W1th the opportunity to assess/extend
“ theijr skills in the 1dent1f1cat1on of sexist and nonsexist
behaviors

Maferials needed: .

For participant use:

e "Recognizing Sexist and Nonsexist Behaviors" and accompanying
answer sheet--Counselor Yorksheet 3 and 3A

For facilitator use:
¢ Chart of "Categories of Sexist and Nonsexist Behaviors"

Facilitator preparation required:

Thé facilitator should: *

N

s e thoroughly review the total application session out]fne and .
all participant materials L.

® reviéw Suggested lecturettes and adapt them.to accommodate unique.
group needs and facilitator style

¢ prepare chart on “Categor1es of Sexist and Nonsexist Behav1ors
on newspr1nt or acetate transparency

Procedure: . - : S e
A. Lecturette--"Achieving Nonsexist
Counseling" (15 minutes)
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Suggested lecturette:

"Our understandings of the degree 2o which we as counselons and
éducatons have accepted the dual nole system and inconporated it into
Zﬁa daily operating assumptions 44 documented by studies of counselon

VAon. . )

”Penha‘p\ the best known study which demonstrates a double standand
0f health fon females and males was eonducted by Broveiman et. al. 40/
Tn this study clinicians of both sexes were asked fo use a checkUist
of ‘adfectives to develop a profile of three individuats: a 'Kealthy
female,’ a 'healthy male,’ and a *'healthy adult.' The §indings revealed .
that the 'healthy adult' and the 'healthy male' were described in
a similan fashion. The 'healthy female,’ however, was described as
more submissive, Less independent, Less adventurous, Less objective,
mone easily influenced, Less aggressive, Less compeiitive, more excifa--
bee in minon -crises, more emotional, monegonceited about appearance,
and mone easify hunt than the 'healthy male™. on the 'healthy aduft.'
These profiles place women in the doubfe bind of choosing 1o be a

" 'healthy woman' but not a 'healthy adult,' or a 'healthy adult' but

not a'healthy woman.' A companion study of social desirability
documeinted that clinicians nated the 'healthy female' qualities to be
Less kocially desinable than those of the 'healthy make' on the ..

'hegbthy adutt.' 41/ . -
"Othern studies of the attitudes of cou;uselolw suggest that

counselons, Like others in ourn society, hold differential expectations
., for fematles and males. These studies have AhoWn that: .

o When female and male high schoof counselons were asked %o Listen
20 audio taped self-descriptions of high school ginls with
eithen traditionally feminine on traditionally masculine goals,
counselons of both sexes indicated that 'feminine’' goals weire
mone appropriate for female students and those ginls with .
"masculine’ goals as mone in need of ‘counseling services. 42/

o Tn anothen study, female and male counsefors weRe asked to in-
vent backgroun d intenests for college-bound and noncoflege-
bound women . counselons porntrayed college-bound women as
intenested in traditionally 'female’ occupations at the semi-
shilted Level, while female counselors portrayed them as interest-

v ed 4n occupations requiring a college education. 1In add{ition,
male counselons did not consider any traditionally 'male’
careens for women. 43/

-

"Counselors, ‘Like all othen groups in society, have been socialized

in the dual nofe systems of owr society, owr education system, and the

paid Labon fonce. .. 1t will nequire consistent effont 4in the examination
04 oun personal attitudes and behavions if we're to-identify and modify
the Limitations of our thaditional socialization into the dual role
systems, ’ ‘

"Thyus far, we have neviewed the ways that the dual systems of
sex noles are manifest in childrearing practices, education, empfoyment,
and counseling. Given the pervasiveness of these dual systems, what is
owr nedponsibility as counsefors and pupil personnel workers? As
counselons it is owr nesponsibility to 'help an individual to under-

stand hmdﬂ/h&néd_é and her/hid workd.' Given the changing natltne of
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our society and the accompanying ehangeé in the noles 06 5ema£u and

. makes, counselors must take responsibility for undenstanding these
changu and in wonkéng with students in undenstanding themselfves, their
options, and the implications of Znein decisions. -

MAg wmuou empLoyed in educational settings, our nuponu.bw/ueb
are mone specific.. They include:

o assisting the school district as it ma.ku Zhe effort to achieve
compuance with Title IX regulation and sex equity

¢ providing gemale and male Atzl.dervté with counseling and guidance
amw.ces can prepare them 504 the newu,ty 0§ their -&weé

(] dmnouma,wzg Leadership by providing consubtation and mgonmwtwn
- 2o other staf{, the community, and professional groups

"It {8 quite tue that coundelors and pupilRersonnel stagf may
not see their professional no¥ed in tenms of a change oyientation which
would be nequired to carry out these nesponsibilities. he phitosophical
diffenence which may be at stake in determining our nesponse to thé need .
fon the elimination of the dual systems has been expressed by Predigenr
and Cole as alternative ways for vieming our role and responsibilities
fon change. 44/ These alternative noles may be expressed as:

¢ socialization dominance hypothesis. Unut the socially accepted
activity and choice options of females and males become broadened
duning Rhe developmental yearns, the occupations in which §emales
and males will be satisgied will be restricted to those consistent
with thein early sex-roke socialization.

o opportunity dominance hypothesis. when Aouauy accepted activity

and choice options broaden and no nal career opportunities
increase, people will 5md satisf nin a wide.range of
oceupations in spite of the Amposed by the earnlier
socialization.,

"Fon this reason we're going.to take a few minutes 1o outline one
method of thinking about the range of sexist and nonséexist behavions and
- the ways we nu%h,t increase oun sRELLS in recognizing such behavions. Recog-
nition o ehavions gives us a baseline for-knowing how we may respond
Zo such ehavwn. .

: "The baéeune 50& aur understanding o nonduc)umwwtwn and equity

. begins with the specific prohibitions of the Title IX negulation. You

. Wikl necall §rom the material discussed duning the second Generic Session
that the Title IX negulation speaks to thiee majon concens which are of
% nelevance Lo counselonrs.: wah,cbu;wm dn the Title IX regulation
include: \
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¢ disovimination in counseling on the coundelfing process--provid-
Tng senvices diffenently o females and makes {e.g., emphasiz-
ing candern counseling and testing forms for males and personal
counseling fon females) on counseling students differently on
the basis of sex (suggesting that males take advanced-science
counses while all females should take child development)

o discnimination in counseling and testing instruments--using
Tnauments which nequine difgerential treatment of results on
the basis of sex, which are based on separate classifications
of occupations fon females and mafes, or which use gender-
specifdied titles .

o disouimination in coundeling materinls--using materials which
sZate on imply, dinectly on Through omission, that certain
academic career on personal choices are more appropriate for
one sex than the other

"The {mportance of the nole of the counseling process 4s furthen
necognized in the Title IX negulation's nrequirement that schools identi-
fy all couwrses in which the enrollment of students of one sex i8 sex- N\
ually disproportionate (usually considered to be 80 percent or more
one sex) and to implement procedwres Zo enswie that this disporpops
s not due-to disenimination in counseling Atself on helated to Zhe

_use of counseling instruments on materials. e

. "This fonmubation of the prohibitions of T.itle IX provides the

baseline fon oun undenstandings of sexist and nonsexdst behavions."

(Refer to chart on "Categories of Sexist and Nonsexist Behaviors.")

NGoxist behavions include those behavions which are diseriminatory on
the basis of sex on those which are a violation of the nequinements of '
the Title -IX negulation. 1In addition, there are many behavions which ‘
neflect steneotypic on biased thinking onr assumptions, but are not
viokations of the Title 1X negulation. Such sexist behavions may be .
considered to be sex-biased.* . o

4

. it is dmportant to understand that the distinetion between sex-
binsed and &ex-discniminatony behavion is Largely a matter of degree
and interpretation. The prohibition of centain gonmd 0§ sex differen-
tiation in education policy, practices, or proghams 48 very eLosely
specified in the negubation Zo Amplement Title I1X; these are the forms
which are Labeled discriminatony fon the purposes of this workshop.

“The Title IX negulation also coptains much more broad and general
prohibitions of differential treatment of females and males; the
exact meaning of those broad prohibitions will be specifdied through
futwe adninisthative and judicial decisions. For this neason it is
possible .that many policies, programs, on practices which arxe not
explicitly prohibited by the Title IX negulation may, in fact, be
gound to be discriminatorny in the future.
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"Nonsexist behavions may also fall into two categories. Behavions

" which treat students of both sexes in equal on similar ways may be
- consdidered to be sex fain. In this instance, there” is an -attempt %o

provide equality of treatment fon members of.both sexes. .It may be \
recognized that although equal on the same treatment may be corrective in
that steneotypes of the past, are not being, perpetuated, but they may not
deal with- the need to nemediate the effects of past discrimination. In
this instance sex-affirmative behaviorns which go beyond sex fairness by
responding to the need for remediating the effects of past discrimination
may be appropriate. ,

&

"The “socialization hypothesis does not question the status quo.
1t accepts occupational preferences and-bmployment distributions of women
and men as given. .Counselons operating under this hypothesis would not
see thein nesponsibility as assisting students to deal with the changes
except as Jthey may be consistent with the particilar student's socialization.

"The opportunity dominance hypothesis neflects the changing nature
0f contemporary socilety., 1t preswmes % as new opportunities emerge,
preferences will also change and current employment terns will be
modified. Counsefors operating under this philosophy Would see their
nole as that of facilitating change within individuals within
nstitutions. As we begin to move towary assessing sex equity in our
behavions and in the proghams provdided by the schools we serve, it may
be useful to considern which ornientation ojt philosophy we and/orn others may
be using as a guide for thein nesponse to\Title IX implementation.”

s

«~ B, Questions and answers (5 minutes)
. T .

The facilitator should stop at this pojynt to ascertain if there are

_any questions that ‘should be answered or points to,be Clarified.

\ Y - .
C. .Individual activity--"Recognizing Sexist .and .
Nonsexist Behaviors" . - ,l (15 minutes) -
" The purpose of this activity 4s-to provide an opportunity for participants
to assess and extend their skills in the identification of sexist and -

nonséxist behaviors. The activity should be|introduced with comments such as:

"One of the goals of the workshops projf L8 to dincrease ouk
capability to provide students with sex-fair sex-affimative rnesponses
and behavions. The §inst step in being able Yo provide students with these
nesponses and behavions 48 to be able to necognize the behavions. 1f you

" wikl take out Counselor Wonksheet 3 entitled Recognizing Sexist and

Nonsexist Behavions,' you will have an opportunity Zo check out your .
necognition skilLs. We'ne going o ask you to completé them individually
firsz, -then move into small groups to discuss your answers."

3 )

D. Sma'l]. group discussions = ‘(15 minutes)

Affer participants have had about five minutes to complete Counselor

“Worksheet 3, the facilitator should ask the participants to form groups of

four. The groups should be asked.to compare their responses and to consider
in what ways, if any, wolld this formulation of sexist and nonsexist

b d
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behaviors be useful in their couns%ling practice and in their counsel-
ing programs. The facilitator should allow at least fifteen minutes
for this discussion. - ‘

E. Total group processing JIO‘minutes)

When the small groups have had an opportunity to discuss their
responses to the worksheet and think-about ways that this formulatign
of sexist and nonsexist behaviors may be useful, the facilitator should
reconvene the group and process the discussions.

Some questions which may guide the facilitator in processing the
activity include:

o To what extent did your. categories 6f the various responses
agred with other members of the group?

o What difficulties did you encounter‘ih recognizing sexist and
nonsexist behaviors?

o In what ways, if any, could you use this formulation in your
counseling practice .and the design of counseling programs?

Aftér there has been an opportunity to discuss some of the ques-
tions, the facilitator should call attention to Participant Worksheet
3A which provides a listing of the categories of the various responses.
The facilitator may wish to take a few minutes to ask members of the
group to check and see. the degree to which their responses agree with
this sheet. Participants may wish to ask questions after they have
compared, their responses with the_categories of responses provided in
Participapt Worksheet 3A. ~

\
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V. COUNSELING FOR EQUITY: TOWARD- AFFIRMATIVE TIME REQUIRED: 25 MINUTES
COUNSELING AND GUIDANCE PROGRAMS . . o
(A) Introductory comments . ) (.5 minutes)
(B) Individual activity--"Assessing Sex Equity in )
Counseling and Counseltng Programs" : ( 5 minutes)
(C) Small group discussions 10 minutes)
(D) Total group processing - 5 minutes)

Purposes of the activity:

The purpose of this activity is:

o to provide participants with a framework for—beginning to examine
components of equity in their own counseling and counseling programs

Materials neéded:

Forﬂparticipant use:

Counselor Worksheet 4

.'uAssessing Sex Equity in Counse]ing and Cgtiii]ing Programs"-- ‘

For facilitator use: None

" Facilitator preparation required: ' . . L

The facilitator should:

~

e thoroughly review this total session outline and all participant
materidls - ’ ‘

o review suggested intéoductory comments 5hﬂ~adapt them to accommodate'
unique, group needs and facilitator style )

Procedure:

Y

A. Introductory comments ( 5 minutes)
The facilitator may wish to lead into. the activity with comments such
as the following: . - — ‘

¢ . "Each of us has some idea as to what the ideal of sex equity
might mean but it 48 often difficult to try Zo describe the various:
behav.ions and programs which would assist us as we sinive to phovide
. affimative counseling experiences- fon all students. At this point
= we'ne going to take a few minutes to examine same of the components
that can assisit the attainment of sex equity in counseling and E _
counseling programs. 1§ you'll Zake out Counselor Wonksheet 4 . ¢
entitled 'Assessing Sex Equity in Counseling and Coupseling Proghrams,' -
we can proceed. ~
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. "Please nead each’of the items carefully and indicate where you
think yowr counseling and/on the counseling proghams of yowr schools
would rate gn the scale provided. When you have ginished the items,
you' B §ind three questions at the end of, the scales. PlLease think
back oven the answerns that you have géven-and dndicate the suppoits
and the baviens forn greater opportunity dominance philosophy in
counseling and the counseling proghamd provided in your schools. -
You'gl have about 5 minutes to complete the wonksheets and then you
will be meeting with others to share your 4eﬁ£0nbeé."
B. Individual activity--"Assessing Sex

Equity *n Counseling" ( 5 minutes)

The facilitator should allow about five minutes for the Jpartici-
pants to comp1ete the worksheet. The: facilitator should move around
the. room answering-any questions and .clarifying any possible areas of
confusion. ‘ . e . '

~C. small group discussions (10 minutes)

The facilitator should ask participants to meet again in the
groups of four that were formed during the previous activity. The
facilitator should then ask the participants to focus on the last
three questions. This discussion should take about ten minutes.

'D. ‘Total group processing ( 5 minutes)

When the participants have had about ten minutes to compare
their responses,, the facilitator should convene the total group to
process their responses. Although participants should be encouraged
to"share any reactions, particular emphasis should be given to the
last two questions. The facilitator may wish to encourage discussion
of some of these concerns by asking questions such as:

° whaf is the general profile of your programs on these scales--
were most of the checks on the left hand .side?

o What activities or programs are you including in your counsei-

ing or counseling programs which-can assist the development of .

greater sex equity? - :

o What factors, acpions,'or behaviors are most lTikely to support’
the things that you can do to assist the attainment of sex
equity? - ' 4

e What actions would ydﬁ most like to work on for achieving sex

equity in your counseling gr counseling programs? :




VI. SUMMARY COMMENTS - ‘ : TIME REQUIRED: 5 MINUTES

Purpose of the activ1t1 .
The purposes of this activity are:

e to provide participants with a general summary of Apph‘cation
Session A and transition to Application Session B

Materials needed: None.

.2

b}

Facilitator preparation required:

The facilitator(s) should:

e thoroughly review this total session outline and aH part1c1pant
materials - .

® review suggested comments and adapt them to accommodate Unique'
group needs and fac111tator style

Procedure:

The facihtator shoqu take about five minutés to summarize the
activities of Session A for Counselors and to outline the .flans for
Session B. This might be done in the following: fashion:

"Duning this session we have examined the dual system as it is
manifest in childrearing, education,-employment and counseling; ALdenti-~
Afied a formubation for necognizing sexist and nonsexist behavions;
assessed owr shills’ 4in necognizing sexist and nonsext behaviorns; and
assessed sex equity 4in counseling and counseling programs. Each of
these activities has been covered in Light of our goal to provide
af §iumative coé,lme,ang programs for all students.
: —
"During Session B we will move ahead 1o examine discrimination
and bias 4in counseling materials and the ways that we can eliminate
duch bdias and provide affiumative mivwz&s §on Atudenté "o

The facilitator should make any necessary announcements and

adjourn the 'session. R

.
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1 IDENTIEYING AND
OVERCOMING BIAS IN COUNSELING MATERIALS

APPLICATION SESSION B FOR COUNSELORS

Session Specifications
[y

Session population: Counselors in local education agéncies

Session objectives: The objectives of Application Session B for QPgnselors
are: y ‘

o to provide participants with an overview of the specific ways in
which sex bias is manifest in career education and counseling
materials ’

[

e to idéntify the specific ways in which sex bias is manifest in career
interest inventories and the ways that such forms of bias may be
.overcome -

e to develop suggestions for alternative programs which may be used
for overcoming sex discrimination and sex bias 4

Time required: Three hours

Maieria]s needed:

For participant use: Y

o "Checklist for Sex-Fair Life/Career-Planning Materials"--Counselor
Worksheet 5 S ~

e "Brochure A"--Counselor Worksheet 5A

@ "Checklist for Sex-Fair.Life/Career-Planning Materials"~-Counselor
Horksheet 6

o~"Brochdfe B"--Counselor Worksheet 6A

o "Summary of Forms of Sex Bias.in Career Materials"--Counselor
. Worksheet 7

e "Identifying and Correcting Sex Bias in Career Materials’--
Counselor Worksheet 8 and accompanying answer sheet 8A

e "Correcting Bias in Career Materials: Sex Fair vs. Sex Affirmative"
--Counselor Worksheet 9 and accompanying answer sheet 9A -

e."Summary of Recommendations for the Use of Career Interest Inven-

tories"~-Counselor worksheeﬁ:jo :
o "Applying Recommendatidns’ for the Use of Career Interest Inven-

tories"~-Counselor Worksheet 11 and accompanying answer sheet 11A

1 . A
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- o "Developing a Program Proposal for Attaining Sex Equity"--Counselor
) Worksheet 12

o "Workshop Evaluation Form"--Counselor Worksheet 13
For facilitator use:
e chart on session objectives.

o chart of answers to "Checklist for Sex-Fair Life/Career-Planning
Materials"

o chart of "The Two Types of Career Guidance Inventories"
e newsprint and marker or chalkboard and chalk

Facilitators required: Although the session may be conducted by a single
person, it is preferable in most cases to share responsibility among
several persons (female and male) who possess both subject matter
expertise and group process skills and who represent racial-ethnic
diversity:

E -

Facilitator preparation required:

The facilitator should:

o thoroughly review this total session-outline and all participant -
materials .

e review suggested lecturettes and comments and adapt them to accommo-
date unique group needs and facilitator style

- Suggested comments (see section I of this outline) (10 minutes)
- Lecturette--"Overview of the Forms of Sex Bias in .
- Career Materials" (see section II of .this outline) (10 minutes)
- Lecturette--"Sex Bias in Career Interest Inventories"
. (see section IV of this outline) (20 minutes)
- Introductory comments (see section'V of this outline) ( 3 minutes
Summary comments (see section VI of this outline) ( 5 minutes

Group size: Flexible

Facilities requ1red Meeting rooms to accommodate expected number of .
participants; moveab]e tables and chairs will fac111tate small group
work .

Equipment and supplies needed: Overhead projector and transparencies,

.chalkboard and chalk, or newsprint and markers; pencils and pads for .
each participant
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II1.
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VI.

COUNSELING. FOR SEX EQUIT?’
OVERCOMING BIAS IN COUNSELING" MATERIAhS

Session Agenda”

4

INTRODUCTORY COMMENTS

IDENTIFYING AND OVERCQMING SEX BIAS IN
CAREER EDUCATION AND COUNSELING MATERIALS

A.

O™

nm
- o

G.

Individual and small group activity-- -
“Asse551ng Skills in Recognizing Bias

in Career Materials"
Total group processing

. -Lecturette--"Overview of the Forms of

Sex Bias in Career Mater1als

Individual and small group activity--
"Identifying and Correct1ng Sex Bias

in Career Materials"
Total group processing

Individual act1v1ty—-“Correct1ng Bias

ih Career Materials:

Sex Affirmative"
Total group processing

BREAK

A.
B.

C.

J

Sex Fair vs.

"OVERCOMING BIAS IN CAREER INTEREST
INVENTORIES :

APPLICATJON SESSTON B «

> -

“» TIME REQUIRED:
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Lecturette--"Sex Bias in Career Interest

Inventories"

Small group activity--"Applying Recommen-
dations for the Use of Career Interest:

Inventories"
Total group process1ng

DESIGNING PROGRAMS  FOR ATTAINING SEX
EQUITY

A.
B.

C.

Introductory comments

Small group act1v1ty--"Des1gn1ng Pro-

grams for Attaining Se
" Total group processing

SUMMARY AND CLOSING

A.
B.
C.

Summary comments
Evaluation
Closing comments

x Equity"

il
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o

(=

< ©

e

(]5.minhtes) .

(10.minutes)
(10 minutes)

©

(20 minutes)
(10 minutes)

(15 minutés)
(10 minutes)

TIME REQUIRED:

TIME REQUIRED:

(20 minutes)

(10 minutes)
(10 minutes)

TIME REQUIRED:

( 3 minutes)

(15 minutes) -

( 2 minutes)

. TIME REQUIRED:

(2 minufés)
( 5 minutes)
( 3 minutes)

(4 3

¥ °

10 MINUTES .

40 minutts

20 MINUTES

10 MINUTES

TOTAL TIME REQUIRED:
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INTRODUCTORY COMMENTS TIME REQUIRED: 10 MINUTES

Purposes of the activity:

. ) e
The purposes of this activity are:

. o to introduce any facilitator(s) assisting with the session
who has not been introduce®to the group

e to prdvfde participants with a review of the session objectives
and the activities for the session ‘

Materials needed:
For}part%cipant use: None
For fag%]itaton use:
e. a chart ‘(on newsprint, transparency, or chdlkboard) listing
session objectives as they appear in Section I of this ‘
Session OQutline .

Faéilitator preparation required:

-~

The facilitator’ should: ;
e thoroughly review thic total Session Outline and participant
materials : " ' \

.® review session objectives and related objectives to the
activities outlined for the session ;
. . i

' @ prepare chart- 07 session objectives ¥

. Procedure:

The session facilitator should begin by introducing ahy persons
who may be assisting during Session B who have not been before the

" group before. In addition, any housekeeping information Such as

scheduling of refreshments, etc., “should be provided at this time.
The facilitator should display the chart of session objectives

* and have it ready for use during the introductory comments.

Suggg}ted introductory comments: (10 minutes)

"The. activities of AppLication Session A forn Counselors _
docused primanily on the establLishment of a framework §on . considering
Lhe Lssues o4 sex equity as They apply to counselons, the development
af a common undenstanding of sexist and nondexist behavions, and
the assessment of sex equity in counseling and counseling programs.

. AL this point we will be giving atfention to three other
areas which are of concern to counselons and pupil personnel staff--
bias in counseling materials, bias in counseling and testing Anstru-
ments, and the development of programs which may be used for over-
coming.sex stereotyping and attaining dex equity. .As we move through
the session we will be working to: ,

Co1a _
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. o identify the specific ways in which sex bias is manifest
An couns eling materials

"ALthougﬁh the Title 1X negulation excluded coverage of bias in =~ =

textbooks and instruetional materials on the grounds of a possible -
conglict with the provisions of the Finst Amendment, the regulation
dpecifically prohibits the use of counseling materials fon students
on the basis of sex on the use of materials which require on permit
differential treatment of students unless such maternials covern the
same occupational and interest areas and thein use 48 shown %o be

esdential to eliminate sex_bias. 1In addition, agencies covered by the -

Title IX negulation are required to develop and use internal procedures
for enswiing that counseling and testing materials do not so discrimi-
nate. We will be neviewing some of the forms of sex bias in counsel-
%mat%éw& and the steps we can take for the elimination of such

‘o identify the specific ways in which sex bias is manifest in
career antenesl invenfories and The sfeps which must be faken
fon eliminating such bias” )

"Use of counseling or testing instruments which nequire differen~
al theatment of males and females are prokiibited by the Title IX
rnegulation. We will be examining some of the forms of bias and re-
viewing guidelines forn the use of such instruments. *

o develop suggestions for alternative proghams which may be.
> used for overcoming sex discrimination and sex bias

. "Passive compliance with the requinements of the Title IX
hegulation dssists us in ensuring nondiscrnimination in our education
poLicies, programs, and practices; but Lt may not result in the
development of sex equity. . -

"In some situations the attainmenl of sex equity will require’
specific programs and interventions designed to increase the capabili-
ty of siudents and/on staff to Lidentify sex bias and discrimination
and to 4nconporate sex-fain principles into thein behaviors. We will
be {dentifying some of the approaches which may be used for programs
and interventions of this sont.” .

After completing the general introductory comments, the facilita-
tor should refer to the chart of objectives for Session B and review
them with participants. This might be accomplished through comments
such as the following:

"Before we move into the §inst activity, Let's take a moment o
heview the specific objectives for the session. 1've indicated that
we'll be dealing with counseling materials, counseling Lnstruments,
and the programs which may be used for attaining sex equity.

-
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"The specific objectives for the session are:

¢ examining the types of bias in careern materials and
steps which may be used fon overcoming such bias
~
o examining the types of bias in counseling and testing
instwuments and the procedures which should be goflowed
to enswie nondiscrimination

¢ {dentifying alternative pﬁognamé which may be developed
fon overcoming bias and attaining sex equity

¢ identifying specific action steps that we can take fon
attaining sex equity 4n our counseling practice and
couns eling phoghams ™ ‘ , '

Opportunities for questions and answers should be provided
before moving on to the next activity.




II. IDENTIFYING AND OVERCOMING SEX BIAS IN

CAREER EDUCATION AND COUNSELING MATERIALS TIME REQUIRED: 90 MINUTES

(A) Ind1v1dua1 and small group activity--
"Assessing Skills in Recognizing Bias

in Career. Materials" (15 minutes)
(B) Total group processing - (10 minutes) !
(C) Lecturette--"Overview of the Forms of : u
Sex Bias in Career Materials" (10 minutes) i
(D) Individual and small group activity--
. "Identifying and Correcting Sex Bias t
* in Career Materials" (20 minutes)
- (E) Total group processing (10 minutes)

(F) Individual activity--"Correcting Bias
in Career Materjals: Sex Fair vs.

Sex Affirmative" : {5 minutes).
(G) Total group processing . (10 minutes) . |

Purpose of the activity: y

The purposes of this activity are:

o to enable participants to assess their sk1115 in recognizing
sex bias in career educat1on and counseling materials

o to extend participant skills in identifying and correct1ng ‘
sex bias in career materials .

‘0 to provide participants with methods for evaluating sex bias
in materials

Materials needed:

For participant use:

A S
s

¢ "Checklist for Evaluating Sex-Fair Life/Career=Planning
: Mater1a}s“-—Counse10r Worksheets 5 and 6
o "Your Career as a Med1ca1 Secretary"--Counselor Worksheet 5A
o "Doctor-General Practitioner"--Counselor Worksheet 6A

o "Summary of Forms of Sex Bias 1n Career Mater1als"--Counse10r
Worksheet 7° :

] "Identifying'and Correcting Sex Bias in Career Materials'"--
Counselor Worksheet 8 and accompanying answer shegt 8A /,/

¢ "Correcting Bias in Career. Materials: -Sex Fair vs. Sex
Kff1rmat1ve“--Counse10r Worksheet 9 and accompany1ng answer
sheet 9A




For faCi]itator use

o Chart of answers to."Checklist for Eva]uat1ng Sex- Fair Life/
. Career—§1ann1ng Materials" (see activity B of th1s session
" outline .

3]

Facilitator preparation required:

The fac111tator should:

Y/
. thorough]y rev1ew this total session out11ne and all participant
materials

] rev1ew'suggested 1htroductory éomments and lecturettes ‘and.
. ada?t them to accommodate unique group needs and facilitator
style ’ . ot

.

> ' Procedure:

A. Ind1v1dua1 and small group activi- ' e
ty--"Assessing Skills in Recogniz- .
ing Bias in Career Materials" (15 minutes)

The purpose of this act1v1ty is to prov1de participants with an
exper1ence in assessing their skills in the recognition of sex bias
in career education and counseling materials. The opening comments

- establish a frame of reference for the activity, and the individual
and small group activity provides an opportunity for participants to
use a checklist tp determine bids in two counseling pamphlets.

) Suggested comments: ' )

. "One 05 the subtle but Aaﬁ&@nt ways that d&ﬁﬂeaenx4a£ sex '
- socialization 48 perpetuated is found in the images and Language
- provided in Zextbooks, newspapers, television, magazines, éte. It~
48 not surprising, therefone, that evidence 05 such bias would akso
be apparent in career materiols and other counseling materials., Ina  ~°
national study of 84 nandomly selected sets of career education
maie&&a%i designed fon elementary and secondary Levels, Lt was found
" that: :

. e careen educaxxon materiols presented Ateﬂeotyped occupational .
’ caiegon&eé

. o males were nepresented in far mone occupai&onaz categornies than
' . femates ; .

o when women were shown in nontraditional noles, they were -
§requently presented as "tokens" and theated supergicially

o the Language used in the materials was often sexist .
"Haterials commonly used by students and counselors to seek out

Anformation about careens include the Occupational Outlook Handbook, .
-the Enéyclopedia of Careens, and various pamphlets and brochures.

-6-
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school and elementary classrooms, it would noi seem 2o be an option

.

CL . L | S
. Unfortunately, however, such materials grequently contain stereotypic

ideas about 'men's jobs' and 'women's jobs.' —Considen the Large
number of {Llustrations depicting women as elementary-Level teachers.
Even foday it is nane that men are pontrayed as early childhood on
primary ghade teachens. Based on the pictures of teachers in. pre-

o men 2o consdider.

"On the othen hand it 48 not surprising to nealize that fLess . .
than 4 percent of engineens are women.. Since engineens are Eharacteris-
ticatly {llustrated as men, .the suggestion is made that engineering -

48 not a viable option for some women Lo consdden. oo

"As we move Linto examining materials fon bias, it 48 essential
that we nemember that bias may be identified -in nearly every Zype of
printed material that comes to us on to our students. In addition to
the Océupational Outfook Handbook and the Encyclopedia of Careers,
nesounces such as brochures, pamphlets, college cafalogs, ewwriculum
guides, intenést inventonies, ete. may subtly chiannel owr students 4in
stereotypic directions. -

¥

At this time you'LL have an oppolLthty 10 assess yowr shills in
necognizing bias in some actual counseling materials. After that we'll

. neview the most common forms of sex hias found in career education and
© counsebisig materials, and you'lL have the opportunity to identify and

cornect biased excerpts taken from materdials.

nGLiLR Jou please ;thke out Counselon wO{LkAhee,ta 5, 5A, 6, and 6A? .
You will find two checklists gon evaluating Life/career~planning i :

. matenials. and two brochures, one for medical secretary and one for

docton. Now we'd Like. for you Zo do the following:
¢ Form a small group with three o/th_e)e'pe)tAom.)

0 After you've had time to meet each"oihe)r.‘ in the smatt ghoup,
 take @ few ininutes to read the brochwres.

o After you've nead the brochures, complete the checklist in-
dividuatly by marking in the dppropriate cofumn, Any item
that is not apaucabze should be checked:4n the thirnd column
manked 'N/AS C o .

¢ As'a group, compare yowr evafuations and see L§ -you can reach

"Boeause owr time is Limited, and we want to make sure that both
0§ -the brochivies are analyzed, 1'm going to ask those of you wonking
on this side of the noom (indicate one side) to devote primary atten-
tioto analyzing the brochure. on ®medical secretary.' ° Those of you on
this side of-the noom (indicate the other side) should devote primary
attention to analyzing the information on 'doctor.’ -~ g

@

. _”ié you have any questions, ‘feel Mee)to call on us."




. The facilitator{s) should be’ ava11ab1e to. provfde any assistance
=or answer any questions Eh , N

B. Total group processing . (10 minutes)

Before reconvening the total group, the facilitator should be
‘ , prepared to display the chart which prov1des the answers to the check-
o, list. The*chart should read: * % ,

Pamphlet A--Medical Secretahy . ;

YES: 1, 2,3,4,5,7,8,9,12, 13; NO: none; N/A: 6, 10, ,
’ * , 'l4

Pamphlet, B--Doctor . . :

YES: Tf 2, 3, 4,5, 7, 8, 11, 13; NO: 12; N/A: 6, 9, 10, 14

The facilitator should reconvene the group-.and process the small
group activity. This can be done by ask1ng questions such as: -

¢ What were your f1nd1ngs7 ‘Would you judge the mater1als to be
sex biased? v

¢ Was your gYOUp able to reach consensus on most of the items?
¢ “

e

-

¢ Which 1tems'seemeé most difficult to answer? , f :

The facilitator may then wish to d1sp1ay the chart which prov1des .

the judgment of persons experienced in content analysis of materials
. for sex bias.- She/he should ask the group to compare bgth their
individual and "their group ratinds to see how similar or how different
they might be. . @ i .
; : ~ .
Then the facilitator should ask the fo]]owing,questions:
-
n @ Pf you had rated the pamphlets without using the.checklist,
: what examples of ‘sexism m1ght you have over]ooked?

N »

0 Were theye any sexist characterist1cs of the pamphlets that
were not covered by the checklist? = | L=
The last question which the facilitator should ask part1c1pants ‘
* to consider for themselves is how they would rate their skills in ’ T
analyzing materials for. sex bias. - Were they .able to recognize mosSt .
of the 1nstances of b1as or were there severa] that they missed? She/
1 he should Femind the group that whatever one's skill Tevel might b
there witl be opportunities to’ *build on and extend thqse sk11?s 1n . .
the'ﬁpcom1ng act1v1t1es . .

% ‘ n Y

-C, .Lecturette--“OVerview of the Forms
of Sex Bias in Career Materials" (10 minutes)

The purpose of this activity is to provide participants with an
- overview of the forms aof bias commonlyxfound in career materials and an ,
- y . opportunity to extend their skills in the identification of such bias
' “in career materials: In addition, participants will extend their .
g skills in correcting or revising 1nstances of bias which they find. '
* o v
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~ Suggested 1ntroductory comments:

"AS we begul Lo eva!_ua/te our knowfedge dnd skiLLS in anal,yung
careen education and counseling materials forn sex bias and eliminating.
o compensating fox. bias whcch we gind, <t may be useful to think of
#Zx d/.ﬁﬂ:/é%/t types of bias that arne Likely o be a.ppanwt in mwte)u.w&

04e Lnclude:

i o
&

(] Invusx,bx,aty on Omission A

JPenhaps one 05 the most 6und'hmmta£ 6ofun6 05 bias in Lnbvum,uonal
materidls 4s ‘the complete on nelative exclusion 0§ members of a partic-
war sex from representation in the text and/on illustrations. A -
awrnsony Look through virtdally any collection of carger materials
shows the Lnvisibility of women and ménonities 4in the wornkd of wonk. .
Simply on that basis it would be easy to assume that Zhe workd of
work 48 the world of the whute male.

¢ Sterneoiyping - &

)

Wany of us make the assumption that the male half of the species
has one sef of abilities, interests, values and noles; and the §emale
hal §; a cu“memt‘ée,t 0f "these chandetenistics. These sterneotyped
expectationd ignore individusl differences and the changing )wl:u of
women and men An owr soclety.

. F/Lagmenta,twn/ 180Lation

*

"By onganizing fobs into the categonies of 'women's fobs' on 'men's
jobs,' we perpetuate diserimination and bias. This phenomenon may
also be observed in MFinmative effornts to deal with women and minorni-
ties in that they are negularly singled out as the 'Zoken' pe)won )

K bcngu,usuc Bias

"During recent years we have become more aware 0f the ways in which
the structure of ouwr Language influences our umgu and pelceptions
of the world. Oup use of the generic term''he' and sex-biased wonrds
such as mankind, salesman, polLiceman, §ireman, etc. are examples of Aucit
bias. Mone than 30 publishers and numerous progessional associations
have published gux,de,unu forn the elimination of bias in materials.
ALthough we f§ind some Amprovement, it {8 s{LL not dc“mu&t to gind
sexist Language in genejwl usage. .

0 Imbalance and Se,ee

" Imbw&ance and selectivity 4n wumwng ma/te)wa& u Mequenuy
very subtle and may go “unnoticed. This gonm of bins 48 evident An
- content of test on interest items which reffect experiences mone
‘ commonly experrienced by members .of one sex without a balance of {tems
which would be benegficial for members of the othet sex. In another
sense we can see imbalance Ln the fact. that much of the cuviowlum
of the elementany schook ¥ focused on providing neading prognams
which arne utilized primanily by males; whereas there 48 no equalent :
N compensatorny progham fon 6ww£u in tzw, anea of mathematics. ‘
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. "Unreality in counseling materials is8 evidént in the omission of
the pontrayal of women in career noles. Today 54 percent of women
between 18 and 64 wonk outside the home, and 4in 47 percent of the |,
nation's manriages both paxtners axe employed outside the home. Much
0f the unreality of counseling materials is based on the perpetuation
of qte&egtypeé which .simply do not neglect the changes in today's -
sociely. ' ' . Lo '

At this point the facilitator should pause for questions from
"the group before moving on to the next activity.

" D. Individual and $mall group_activity--
"Identifying and Correcting Sex Bias o
in Career Materials" (15 minutes) .

"At this time we'nre going to see how some of these foams of .bias
are manifested in excerpts grom counseling materials used in elementary
and Secondary schoofs. Would you please take out Counselorn Worksheet

7, whick £5 a summanry oﬁiihe fonms: 0f bias we fust reviewed, ‘and
‘Counselon Worksheet 8 which contains the excenpts. VYour task is %o
+ nead each excenpt, decide whether.on not any sex biqs is present, and,
4§ 8q, 4ndicate what form on forms you've identified. In addition,
you'ne to revide on comneet the biased portions which you found. Do
this task Andividually and then discuss yowr responses in the same
small group which you were in for the previous activity."

‘While participants complete the worksheet, the facilitator(s)
~ should be available to provide any assistance or answer any questions.

E. Total group processing . (10 minutes)

QE» After participants have had the opportunity to'compléte the work-
sheet and discuss some of the items in their small groups, the facili-

tator should reconvene the total group and pose the following questions:

o Was there ‘'generally only one form of sex bias in an excerpt, or .

.was there more than one? HWere these arate or overlapping?
[ ‘ . v .

. N R 3
e Didiyou find any itgms which-did not contain sex bias? If so,
which ones? '

- ¢ Did you find any examples of bias which did?not fall under oﬁe
* of the §ix categories? _ :

o Which was more difficilt--recognizing the bias, identifying

what form it was, or correcting it?  What does that illustr ’ ‘
about skills required to,overcome bias and stereotpying in .

materials?

. . At this point?éhe_faci]jtétor shdu]d refer'participants.to .

Counselor Worksheet 8A which contains suggested responses to the items.
Indicate that the suggested revisions are only one example and in.no

= case meant to be exhaustive of all possible reVisions,or‘coyrections \
that cqyld be made. ' s . )

. o -0-
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- F. Individual activity--"Correcting
Bias in Career’Materials: Sex
Fair vs. Sex Affirmative" (15 minutes)

The purpose of this act1v1ty is to move part1c1pants one step fur-
ther in extending their skills in correcting sex bias in career materials
by asking them to correct biased excerpts by writing revisions, some
of which-are sex fair, others which are sex aff1rmat1ve

Suggested 1ntroductory comments: *

"During the §inst .actcvuy in this sectiop you had the opportunity
2o do a quick assessment of youh skiLLs in necognizing sex bias 4in
career maternials., Then agter an ouverview of the forums of bias commonly
gound 4in career ma,tejuau you complefed an activity which uwo!ived
identifying forms of bias and comrecting on nevising whatever bids you
found. Now we would Like to take you one step further by asking you. o
conrnect some biased excerpts from career education and counseling materials
uu,th nespondes which are 5uwt sex fair and- then sex affirmative.

"PLease. take out Counselon Wo/dushee,t 92%?1 nead the directions.
You will note that the directions move you™back to the formulation of
nonsexist behavions which we discussed during AppLication Session A.
Just as you can make a distinetion in most instances between various
Types of behavion as sex fair on sex affirmative, s0 can yow make a
comparable wmcuon when conude/ung counseling mwtojuwu

"A sex- 5a,w statement {s a statement that theats Mnalu "and ma,eu ,
Ain the same manner, does not make any distinction on the bdasis of sex,
on has a neutral e“ect A sex-affiumative statement attempits to over--
come the effects of past discrnimination by highlighting changu speci-
fying the inclusion of males and/on’ ée,male,é and encouraging a change
'of t/ead,(,twna,e Adeas of comdeﬂaﬁows :

"Let's wonk through one example before you work on the utemb For
example, Let's suppose that the material made the following sfatement:

.= 'Many manufacturers sell directly by sending salesmen directly to
the customern's home. This is a conveou'ence for Zhe houseutife and results
ina Aaw’.ngé of time.'

"How might we rewrite ﬂuz,t statement zo make it a Aex-ﬁcwa Atatemewt""
il

The facilitator should process ‘the answers obtamed indicating the
types 0 7:‘esponses that would be -sex fair. An example of a sex-fair
rev1s1on would be .,

"Many manuﬁac,tunejw ekl directly by sending m&upmom d,meot?.y
‘%o the customern's home. This i a convenience for Zhe customers -and
neswlts in a Aab&ngé of time.”

!
L S

. The fac111tator may w1sh to move on with the quest1on, "M,K Mghx
, how “whdt wo a éex-aéﬁwnwteve /LQVM»L@VI ook Like?"




h\ The facilitator should process the answers obtained i%d{cating

the types of responses that would be sex affirmative. An example of
a sex-affirmative revision would be:

\ "There are many oppontunities fon females and males to wonk as %
 salespersons. Many manuﬁactuneas sell directly by sending sales- :
persons dirnectly to the customern's home. This 4s a convenience for
male and female customers alike."

At this point the Facilitator should ask the -members of tne'group -
to spend about 10 minutes working on thé items provided on, the work- .
sheet. .

L]

< G. Total group ppocessing (10 minutes)

When participants have completed the worksheets, the facilitator -
should reconvene the group and process.the activity. This should be
accomplished by ask1ng participants to-sharg some of the sex-fair and
sex-affirmative revisions that they developed. This should not be
"dragged out," but participants should have an opportunity to share
their ideas, ask questions,. and Jearn how others in the group deal
with the items. . "

. ? The facilitator may want to pose the question of.how to decide
. . under what circumstances in career education and counseling mater1a1s
" should a revision be sex fair, sex affirmativey or a combination of
both. The following points can serve.as discus3ion gu1des

@ Sex fa1rness¢may be suff1c1ent if the amount of stereotyp1ng
and discrimination which has existed in thé ‘area in the past
« has been moderate or minimal. If, however, stereotyping and
) discrimination have been widespread, a sex-affirmative response -
which more clearly indicates the participation of members of the
sex underrepresented in the past may be necessary.

o If materials are designed s1mp1y to 1nform, sex fa1rness may be ~
adequate /(However, if materials are de51gned ‘to have persons
take Some/kind of.action after reading or viewing them (such o
as enrolling in a course) then they should probably be sex
affirmative. . ‘ , :
"o Sex-affirmative materials will.be needed until such time that -
~ there is evidence that the past effects of discrimination and
- 'stereotyping have been minimized or overcome.: After.that, sex
fairness would be the norm, and affirmative mater1a1s wou]d ’
no longer be necessary

In drawing th1s d1scuss1on to a close, the tqgﬁthator should
make the following points: ‘

| R e During the past few minutes we've seen the effort and_concentra-
- tion that is.often required for ensuring that our revisidns are o
, sex fair and’ ‘sex affirmative. The same type of concentration
. .and"effort is often necessary when we are talking to students.
. ‘ . This is-a sk111 which each of us needs to cont1nue to extend

- ~ .
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e Thus far we considered the bias found in career education and
counseling materials. In many instances it is not practical to .
replace materials, but they,may be used in affirmative ways. ¢
Counselors can make a point of calling attention to obvious
forms of bias; they may work with instructional staff to ensure
that students increase their skills in recognizing sex-biased
materials in career and counseling materials; or they may
develop special programs which are designed to overcome the
effects of sex bias in materials and” the other vehicles of sex-
role socialization in schools.

The fac111tator should . respond to any additional questions or
comments which participants may wish to ra1se and then announce a 10-

‘ minute break. N
Fo
IIT. - BREAK ‘ , TIME REQUIRED: 10 MINUTES .
5 £
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OVERCOMING BIAS IN CAREER INTEREST INVEN-
TORIES TIME REQUIRED: 40.MINUTES

(A) Lecturette--"Sex Bias in Career Interest .

Inventories® (20 minutes)
(B) Small group activity--"Applying Recom-

.mendations for the Use of Career In- :

terest Inventories" (10 minutes)
(C) Total group processing (10 minutes)

Pyrpose of the activity:

The purposes of this activity are: .

e to provide participants with recommenhdations for sex-fair
and sex-affirmative use of career interest inventories

e to prov1de participants with an opportunity to assess their
skills in sex-fa1r and sex-affirmative counse11ng .

Materials needed:

For participant use:

7 -

o "Summary of Recommendations for the Use of Career Interest
Inventories"--Counselor Worksheet 10 (attached to this
session outline) .

e "Applying Recommendations for the Use of Career Interest
Inventories"--Counselor Worksheet 11 and accompanying answer
sheet 11A (attached to this session outline)

For facilitator use:

] chart of "The Two Types of Career Guiegnce Inventories"

o chart of "Recommendations for the Use of Career Interest
Inventories"

Facilitator preparation nequired;_

Procedure: - SN : A

The facilitator should: o

° thorough]y réview this tota] session out11ne and part1c1pant
‘materials ‘

AH

I3

" " 'A, Lecturette--"Sex Bias in Career - ‘.
Interest Inventories” o (20 minutes)

+ -.The purposézof this activity is to provide participants with an
overview of general recommendations for sex-fair and sex-affirmative
use of career interest inventories. The lecturette is organized around
recommendations designed to help cdunselors minimize the effects of *
sex Rias when it is “found. The recommendations were deve]pped by the

S
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National Institute of Education Career Education Programs' study of
sex bias and sex fairness in career interest inventories. The lec-
turette is adapted from Sex Fairness in Career Guidance prepared by
Linda Stebbins, Nancy Ames, and Ilana Rhodes of Abt Associates. The
recormendations around which the lecturette is organized are provided
in Counselor Worksheet 10. At various times during the Tecturette

participants will be referred to the worksheet.

' Suggested lecturette:

, "The selection of a career 44 one of the most L{mportant. decisions
that people make in the course of their Lives. In making occupational
choices, peopfe must consider thein interests, theirn vakues, thein
abibities, thein educational plans, and the relationship of these fac-
iiotu;s2 to genenal conditions in society such as’ the state of the job
market. - ' oo

2 -

"Too §requently we choose occupations on the basis of Limited
on iwrelevant information. Few students have any idea of the monre
than 35,000 digferent job titles that are Listed by zthe U. S. Depart-
ment of Labon. ARL too frequently we make career decisions on Zhe -
basis of knowledge of othens, the influence of peens, family pressures,
on unncalistic, glamonized stereotypes of jobs. One 0f our responsi-
bilities as counselons 48 to assist students to become aware of the

" options that are available and make decisions which meet thein interests,.

" values, and needs.

"One of the tools that may be used fon this purpose is zhe
_caneer dntenest inventorny. Careen interest inventoried help us to
assess educational and vocational interests. Tnventonies provide a
struetwe format fon explorning career interests. Inventorndies may:

¢ provide reassunance that the decision 48 sound

o stimulate exptana,tébn of othen occupations with the broad area .
in which her on his interest Lies

o stimubate exp@ona,tioh 04 othen areas of intenest not yet con-
- $ddered \ :

"Caneern Anternest inventonies vary Ln the types of information
they provide about a student's pattern of internests. 1In general,
inyentinies are constrcted with scales which indicate eithen:

"0 How the student's interests compare with the interests of
samples of indéviduals employed in specifdic occupationd.

¢ How the student's interests on centain undeilying basic
interest dimensions compare with those of an average group™ of
people. A

" »
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"The §inst type of inventory {8 wsually called an océupational
dnventony, a cniterion neference inventory (L.e. the crniterion is
the “interest pattern of a specific oceupational group), orn an
Anventony constructed using external cniteria (4i.e. the internests
0f the occupational group) on heterogeneous scales. The scales
- within the occupational inventornies are named fon the occupation
Zezumted in the criterdion group--e.g. engineen, sales directon,

octorn, ete. . .

o

"The second type of inventony, historically, was developed

to 4increase the understanding oﬁ/the pattern of interests indis

cated by the {tems of the occupational scales. The second type /
0f inventorny 4s usually called a basic interest inventony on an
Anventony constructed using internal criteria on homogeneous

scafes. These scales are developed using a method of clusterning

Ltems which is based either on subfjective judgment on a theonetical -
model on on an empirnical approach such as factor analysis.

Such scales, Theregone, contain items which are highly intenr-
nelated, similar in content, and neflective of some specific area
0f interest. Fon example, a clerical scale might include such
Ltems as: :

0 keep a necond of pledges to the community chest ¢
# o sont mail forn distnibution
® maintain heconds of customehs entering a stone

"Each of the items can be recognized as common expressions of |
clesical interest. . ’

"The majorn differences between the two types of careenr
internest inventornies are summarized in this chant. (Refer to
chart on "The Two Types of Career Guidance Inventories").

Occupational Inventornies Basic Interest Inventornies

Clients' interests are compared Clients' intenests are compared

with intenests of Lndividuals with intenests of an average
employed in specific occupations group of people

Scates ane based on external Scales are based on internal critenia
cniternia (£.e. the interests of ({.e. the theoretical on empinicdl
the occupational group) nelationships among the Ltems )

Items in scale are heterogeneous Items in scale are homogeneous

"Inventonies are designed to have Tnventories ane designed to have
predietive validity .. construct validity ‘

. T "Some 0§ the most widely used anervtomée& include:
o Occupational inventories : ‘
Kuder Occupational Inferest Swrvey Foam 00 (Kuder, 1971)
-17-
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Strong-Campbell Interest Inventory (Campbell, 1974)

Strong Vocational Inte)r.eét Blank (Campbell,* 7_971)

¢ Basic interest inventonies
ACT Intenest Tnventony (American Coblege Testing Program, 1974)
Kuden General Interest Suwivey Form E (Kuden, 19.71)

Ohio Vocational Interest Sutvey (D'Costa, Winefordner,
Odgens and Koons, 1970) -

Self Dinected Search (Holland, 1971)

"ALthough careen intenest inventories are designed to help
individuals obtain a systematic, Long-range view of thein future,
they can nestrnict individual choices nather than expand them.
This can occun because:

¢ the student s influenced by yeans of socialization
experiences which Lead to a sel§-imposed nestriction
of options (the students that want to select teaching
as a caneer because it's a good women's proféssion
and compatible with maviiage and family )

o the inventony itsekf offens Limited options
" o the {inventony is Amproperly administered on intenpreted

"Only when the student 48 sufficiently open to cansideration
0f available options, when the inventory provided does not )
Limit options, and when the inventony i administered and
intenpreted properly, do ie obtain unbiased nesults.

"Thene has been a gneat deal of progress 4in recent years
in neducing bias in careen guidance inventornies. ProbLems do
nemain, however, in many of the commonly wsed materials which
arne avdilable today. 1t i4 oun task to necognize sex bias
and to take those steps which can minimize the potential
Ainfluence of sex bias on inventony results.

"T§ you will take out Counselorn Wonksheet & entitfed’
'Summany of Reconfnendations for the Use-of Career Interest
Tnventornies,' we'fl neview some of the ways that we can <
minimize the effect of sex bias in careeh interest inven-
tornies. The necommendations were developed by the National
Institute of Education Career Education Program's, study of
sex bias and sex fainness in careen interest inventories.
They ane designed to help counselorns provide nonsexist
counseling services. Let's examine each of the necommen-
dations.

(1) Use inventornies as part of a total career guidance

progRanm. .
: -18- : .
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‘Leons, which, An theit minds, are not 'might' for women orn 'ight'

#

"Effont should be made to select {nventornies which ane sex fair
in fanguage and content. Whether on not the inveftony itself is
dex bdased, however, students may respond to it in a biased fashion,
That (s, students may be reluctant to express {nterest in occupa-.

gor men. ‘

-

<

"1§ this tendency is to be overcome, students must be aware
0§ this problem. This may -be accomplished in classroom activi-
ties, careen education programs, {ndividual sessions, or group
ordentation sessdions.. The basic puwrpose of these activitles is
2o help students become aware of their own stereotyped attitudes
and values,.as well as the inereasing occupational opportunities
gon both sexes. : <

- (2) Use an anethoay that has a combined forun forn females
and mafes wherever possible; Af you murl ude an ANSTAUMENT
weth depanate forms forn gfemales and males, Tny To adminidier
both. ~ '

"At the cuvrent: time L& should not be difficult to Locate
sultable inventonies which have a combined §orm §or both sexes.
ALL major Ainventories are now available in & single form. 1§
an earlien instrument with separate forms jon females and males
must be used, both forms of the inventory should be adminis-
tered Lo students fo reduce potential sex bias. 1§ there is ,
not time to administen both forms, administern the male forums -
because it often provides a wide choice of oceupational
options when scored.

(3) Repont scores based on both wale and gematle scales.

"When scales cover different vocational anreas for females
and makes, it is usequl to provide scoxes on both sets of
scales as a means of expanding students' chodices, of allowing
students Lo know how they compare to persons in a primarily
gemale on”primanily male §Letd, and by bainging about an end

- %o Zhe consdderation-of sex a8 a factorn Lin career choice.

"When both female and mafe scales cover the same occu-
pational area primary facus should be placed on scores based
on same-sex scales.’ For example, when both male and female
s¢ales cover the same area such as Law, medicine, engineering,
ete., At 48 usually best for students to be compared on
same-sex scales. This should not preclude using scores - oo
based on opposite-sex scales to increase the information -
available to the student. 1In those instances when only the:
opposite-sex scale covers a given occupational area-wsuch
a8 nunsing or electrical nepain work, scores based on these
scales should be neported if sex bias is to be weduced.

~-10- . .
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" "One caution that should be haised 48 that when scales on
opposite-sex scales ‘ane nepornted, care must be Zaken to evaluate high
on Low scones which maip neflect sex~-hole stereotypes rathen than basic
intenest patterns. Some of the items on scakes tend to be sex Linked
leading, therefone, to inflated on deflated scores which do not nre-
flect basic interests.- Fon example, males tend to score highen on
femate scales dominated by 'male' types of items such as 'Aumy Officer’
than on the cotnesponding male scale. Similarly, females tend to \
scone high on male scales which are dominated by 'female' types of
items such as the male seale for 'musician.' ' \

"Kr;ow{ng the potW effect of such Lnﬁzuéncu on student
scones & only part of the task. The counselor must undersiand the
student in order fo determine the reason for the high on Low scone.

(4) When an inventory provides two sets of scorep--one based on
female nonms and one baded on mafe noms--heportl both’sets of scores
to the student with a clean {dentification of the noam group.

P ;
 (5)  Instruct students to §<BL 4n the appropriate sex code, or .
no -sex- code, on theit answer sheels Lo maximize the Lnformation re-
" ponted o Lhem. ‘
p 'y .o : .

"The practices of testing companies which score interest inventonies
vany as to the nonms which may be provided. The counselor should be
familian with the types of scones available for each inventory and
the appropriate procedure to be §ollowed to make cerdain that students
 hecelve all of them. _

(6) When an inventory pno\}idu sepanate noums forn special ghoups, ‘
. scones should be provided based on those noums whetever appropriate,
wlth the appropriatfe nonm ghoup clearkly indicated.

"Some inventonies provide only one set of scones; gfor example,
scones based on the grade and sex of the respondent. Others provide
a number 0f neference on noam groups againdt which a student's score
can be compared. Scones may also be available by age, education,’
geoghaphic Location, ethnicity, on other characteréstics of the
nespondent. )

(7) Scones on occupational and basic interiest inventories shoukd
be used to focate broad interest areas.

"Counselorns should make an effort to identify the broad interest
areas on the patterns of an individual's interests rather than focus
exclusively on a single careen. In some instances only one scale or
no scale {8 available fon specific careers. The use of existing scales
20" Locate general patterns of interest provides a mechanism for
opening new options fon consideration. .
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* (8] Look at all careen and educational ~options within ..
a broad intenesl area, nof jus¥ at thode associated WLTH one

4ex ghroup. - ‘

"The objective of the use of career interest inventonies
48 to identify a nange of options which are uningluenced by
students’ sex-nole stereotypes on by biases in the tests
themselves. This should be the goal of the use of the careen
Antenest inventony nathern than the selection. of a single
career. Forn example, a. young woman may scoke high on the
occupational scales of artist, art teachern, interion deco-
raton, musician,and Libranian. The counselorn should point
out that these are only a sample of those to be found in
her broad area of inthrest. Examples of fob families
nefated to ant, music, and Literatune include: )

o creative arnts, antu};ung ant education, art Mf‘tonw
and appreciation, music history, composition and
pergonmance, English Literature, and creative wiiting.

o dpplied arts (venbal), incfuding jowwnalism,” broad-
casting, foreign Languages, comparative Literature,- .
~Linguistics, speech.

' { 'y

0 applied ants (visual), including anchitecture, int
design, adverntising, commercial ant, photoghaphy,
cLothing and textiles, and popular entertainment.

"These expan&ed options ane not nestricted by gend/é/t and
should be made available to the student. ,

(9) In interpnreting the nesults of career gu,édavsge
Anventonles ORACHT ATudenis To The podsible iNKRUencel of .
. . : ;
Aex bias on theln scones.

"Just as LE L& Amporntant to provide an oni
students before they complete a careern intenest
At 48 impontant to nemind students of the effe
nole stereotyping before intenpreting the nes . Although
this procedure will not eliminate the effects of sex stereo-
typing, 4t does serve the purpose of bringing/ them out into
the open fon discussion. : /

(10) In interpneting the nesults fon pe//éoné with special
backgrounds on infenests, The counselon sHoRId be awdke 0§ -
Zhe possib¥e influence 0f age, ethnlc ghoup, and 30cldl Class,
4n_combination wifh sex bias on the nepondent’s Score.

) "The use 0§ appropridte instruments and the hepornting of
scones which are nelevant for.persons with special backgrounds
A£8 Lmpontant. When such instruments are not available, care
must be taken An the -neponting of the nesults. This may be o
especially trhue for students with cultural backgrounds which
do not suppornt some aspects of the changing noles of women and
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roay,
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. men in our society.. - o

(1) In assisting chionts to make vocational choices, use atd
v .. _available informalion, remembering nvenforny hesulls nepresent
only one soutce of Anformation abo sludent. ,

N Q, . .
"Caneen intenest inventornied provide useful Lingormation for
vocational counseling but they should never be used as the sofe
basis, fon counseling. Aptitudes, skills, achievements, drive,
" demofistnated intepests, and many other factors must be considered.
* ' Infoumation Such as autobioghaphical information, nesults of - .
. : standandized aptitude and achievement Zests, cowrse-work and grades, ‘ .
class standing, extracuviiculan activities, special honon: teacher ‘
comhenis, tentative educatiog and oceupalional plans, etc. all provide
. data which can sibstantiate nesults of .career interest inventonies.

"The counselor should make an effortto*review this- information
. and obtain additional information during the counseling session(s)
e before giving-the nesults of inventories. ) 8"
- - (12)  Inventony results. Should be used to encourage freedom 7 s
04 choice amd expand the hange of opilons available £§ fhe ckient, "
Ouespective of gender. - . :

Sy «  "The most important outcome of inter€si inventBry testing &5 .
. % Zo qkpdud the options of siudents. 1§ disgrimination and' bias dre o
) be overcome, it 14 essential that suwh instuments arte utibized: 4in a
sex-faih ranker. - # . e

‘ . Lo .

- .

"MAs we can see, from these Twelve néwmeﬂddﬂom, couns elons i .

5.1 must assume nesponsib{lity fon sex-fair administrnating, reporting,
g © 0 and {iterpreting of dnteiest inventories." : . -
A ' : . . , .
4 " " The' facilitator should stop at this point to answer any questions
) ’ oraake any clarification.. C . : :
s <3ak N . L] .o < . - !
e % B.” Small group activity--"Applying . . ‘ ) T wi
: Recommendations for tire Use of P ’ -
.Career Interest Inventories” (15 minutes) ’
3 - ‘ ! e ‘

The purpose of this activity-is to provide concrete examples of
' . - the application of the recommendations for the use of career interest )
Ty . inventories which have just- been reviewed. . The facilitatormay. wish N
: _ to introduce the activity with comments such as the followingk - 4 )
"Duning the past few minutés we!ve been neviewing twelve Agcommen: ,
dations fon the ddministening, reborting, and intenpreting careex - -
intenest inventonies.  EBach of these rnecommendations provides a guide-

Lo Vo Rine ‘fon owr own use .of, enterest inventinies and the organization of
Lo T lcoundeling programs. " : co T ’ T
u_}.& . ;-a .‘ ) '.. 4._¢ .. ’.:' . . .\ v I-\ . , . '
T At this podnt Ret'd examine how the-guidelines. could be applied
R " 4n own counseling practice. ’ Pleade Lake out Counselor Wonksheet 11. ». -

) ’ "iTw*wonkAgoe,tipwt&Lnu the experiences of two siudents-as they mel
‘@ . with counsetons. - ¢ - R R o

.
s * ~°
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"We would Like you to meet with three other persons ih a small
‘group, revdew the experiences of the two students, and answer the
quesBéons provided on the worksheet. As youaaead and discuss these
cases, trhy to necall the methods which are used in your schools for
adm&n&btenAng, neponting, and &ntenpnethg caaeeﬂ.Lnte&eAt Lnventonies.

"You wilf have about 6Lﬂteen m&nuteé 60& coming up with youn Ama££
, . group answens." ' ‘ _ ¢
Thé fééilitator should remain in the room to answer quesiions-
\\g and clarify any points raised by participants.

T <. Tptal group processing . (fo Eﬁnutes)

- ' When the small groups have had'about 15 minutes £0*discuss the"
cases, the,facilitator should reconvene the groups and process the
small group discussions. The facilitator might begin with questions
such as:, . g Lot
‘ "‘*ﬁ ! ’
° Nh‘;h questions were most difficult to answer’
, - .
] wh1ch-quest1ons were easfest to answer? )

)

v

. oL, : &
e What were your reactions to the styles of the various counselors?:
. \ ‘ .

When the groups have d1scussed these quest1ons for a few minutés,
- the facilitator should”ask. them to take otit -Counselor Worksheet 11A
_ which is provided at the back of their materials. This worksheet
Q- provided suggested answers and provided additional discussion of the -
ways that the recommendations- apply to the case situations outlined. S

®

.o~ Part1c1pants should be given a couple of m1nutes to review
o . Counselor Worksheet 1¥A. After the~*have reviewed the Swagested
answers, the fac111t§tor should déal w1th any quest1ons or comments
which members, of the group: may wish to raise. . N




. gPurpose of the activity:

.
.

. V.~ DESTGNING PROGRAMS FQR ATTAINING SEX

-

.

.
4
o~

N
EQUITY , 3 TIME-REQUIRED: 20 MINUTES
éA) Introductory comments . . ( 3 miputes)
B) Small yroup activity--"Designing Pro- ~

grams for Attaining Sex Equity" éls minutes)
(C) Total group processing .7 .2 minutes)

s

The purposes of this activity are: ° .4

¢ to provide participants with a framework for considering
programmatic needs for overcoming sex bias .

i

o to provide participants-with an opportunity to consider poten-
tial %rograms for overcoming sex bias e .
Materials needed: * S ",

Y

. For participant use:

v . ’
¢ "Developing a-Program Proposal for Attaining Sex Equity"--

. A -
. Counselpr Worksheet 12 L. N *
For facilitator use: e, .
o newsprint and marker; cha]k{bo'ar‘d and chalk - . )
. ' 4 r -
Facilitator preparation required? . Co .
" The facilitator should: 1. S S ]
[] thbroughfy review fhis total session outline and pai‘ticfpant '
~ - -materials ' - ~ . .
. : 7. . .
Procedure? ik o X

_.__—-I_—- ~ L l
N

-

A. ,IAtroductory’ comments { 3 minutes)
- The purpose of,&* activity is to 'provide participants with a
framework for-considering the need for programs which can assist in
attaining sex eguity. Participants are asked to work in small groups
to develop a prospectus for a program proposal. F =0
The facilitator may wish to introdice this activity with comments
such as the following: ‘ , o ,
"Many 0f the activities of counselons deal widh one-10-one - coun-
selding' of students. Ozher activities which caunselors undertake re-
quine, the identification and treatment of the néedd of groups. When
we - develop? activities which invofve numbers of perdons seeking a

- ‘common goal, we g(r.e,»dwbéng with program development, A progham by
- its vory nature Seeks systemic change as well as individlal. change dnd o

involvement. *
‘. [ , * . * ) "‘ X
t . 4 28 . : Co ce
“ [-— .. . .
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"As we have discussed ez(uam when we weie. considering the use ;
of career interest inventornies, it 4is grequently necessary fon some : |
: ype of program Wntervention such as orientation. programs on sex - |

% stereotyping. before Zaking interest inventories if we are to achieve
. dexs fainess. . ‘Counselons, as well as othen staff, need 2o' considen ‘
N ithe Zypes of prognams which could be undertaken zo achieve sex equity. |
e ' . : % . e .
- "Duning the past few yeans thene has been an increasing numbery, '
of sowrces for funding-proghams which ceuld assist in the attainment , <
A\ 0f sexbquity. In Some instances funds fon thee proghams havé been
made available from district funds. In other cases dtate agency funds
duch as programs nrelated Zo vocational education may.be available.
" Federal programs.such™as the Women's Educational Equity Act also |
provide funds forn projects nelated to sex equity. Private business
* on family foundations, particularly those based-within your geographi-
cal areas, are another source of funding for prefects.. In onden to s
obtain these'funds it {8 essential that staff take the inttiative in
b developing proposals *§or .funding. T

s "During the next few minutes we'd Like ‘you to wornk with three /

. 0ther persons brainstonming ideas fon the types of programs which ‘ B
. could be.devefoped for attaining sex equity in your schools. 1§ -,

- >« you'll Zake out Counselon Wonksheet 12,-you'll §ind an outline fo guide

: the development 04 a prospectus for a program proposal. Please gonm T

. % . groups of four persons. When you've formed your grodp, spend some A

tume consdiderning the types *af programs which would be useful in your
- déstnict for attaining jex equity. - These could rnangé from proghams .
, gor Students on pragrams for staff to proghams for community involve- 4
» ‘ment, Once you've identified the type of program which you'want @9 '

" .develop, move through thé questions on the wonhsheet.

- e "ALthough it is ynlikely that you will be able to complete all
T Y ‘Zhe questions on'the worksheef, thih will give you an opportunity )
- ‘to test some ideas and to obtain a general outline of ,the structure * )
" forn developing'a program proposal pxvspectus. T ’ - :

v "T§ you'RE now meve into groups, yoq'u’. have about 6;65/teen»nu’.nwteé
Lo generate some idéas and get started on the plans." ° -

. The group facilitator should move around the room answering - - °
questions and making any negessary points of cla%‘ification‘. . «
) B. Small grou;; activityf—-"Designing ' ,‘;‘ b '
‘Programs for Attining Sex Equity" (15 minutes)

The small groups will. have about 15 'minutes to brainstorm ideas £
T for program proposals and begin the process for.outlining the elements™ -
y of a program proposal. The facilitator should remain available to
answer questfons‘and to clarify any points which aré raised.

C. Total group processing °' (- 2 minutes) ‘
oo : *The facilitator should reconvene the total group after about -
/ 15 minutes ta discuss:the worksheet. The facilitator might procéss ’
" ‘ the activity by asking participants to share their ideas for programs.
. R ' . ) CL ' . * );
. \:IA R u * .‘-26- . ' \
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. The facilitator may want to ask another*facititator or-volunteer-from... ..
the audience to write these on newsprint. o o . -

Pl

When these have been blaced on newsprint, the facilitator should
. close the activity with comments sych as the following:

. "This List of progham ideas gives only a few of the types of e

« programé whicll may be designed for attaining sex equity in schools. ”

Vou may wish 2o ude these ideas as the basis fon devefoping proghams’

in your district. The worksheet provides you a structwre for begin- ™

ning to fonmubate and prepaie proposaks. ;You may also wish to seek '
. out persons in youn didtrict on community who .have hdd experience 4in

. developing proposals fon funding if you do make a decision Zo move

' . © ahead with the development of Such a proposal.”, . .
The facilitator should -answer any questions or, respond to any <
. relevant coxxmentsand move on to the next activity.

> ' ¢ 4 .
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fa o |
SUMMARY AND CLOSING TIME REQUIRED: 10 MINUTES
“(A) -SummarPcomments . . - ( 2 minutes)
(B) Evaluatigh _ { '5 minutes)"
(¢) Closing comments . - ( 3 minutes)

. Purpose of the-activity:

o2

The purposes of this.activity are: . L

. ' L ] N
e to provide p.érticipants with a general summary of Application
Sessions A and B ) ‘

PR M

e to provide barticipants with an opportunity to evaluate the
activities included .in Application Sessions-A and B
e to provide c]c;sure for the App]icétion Sessigns and p}‘eparqtion
for the third Generic Session. . ¢ - e !

Ty : /-\\"- .

» Materials needed:
T 3 »

®

_For participant use: ' ,.. e e ' !
+.+0 "Horkshop Evaluatipn‘QFonn"-—Courfsglor Worksheet 13
N_For facilitator yse: - None o ) .
g Faci]1’i:a'1:or‘'plr‘epa,r*ationa required: ’ ) 5 M
“ The faci]itator\s‘homd:‘ . - ‘

N matema]sw e - ‘ .
L @ ‘review suggested comments and adapt them to accommodate unique
. group needs and facilitator style o T

% ° . o~ . T A . ©
‘ . M ?
Procedure: T .

- ; .

A. Summdry comments ( 2 minutes)

"These application 3ssians haui,é)awed on the nole,of the

© counselor Lin tﬁbnp&emewtaf,éon Qf fritte 1X and the attainment 04 sex
équity. During the. finst session we focused on the social/education
context of Title IX as. it nelates %o, the activities of counselons;

- the evddence of dual systems £in child neaning, edueatign, empLoyment,
and counseling; and methodss of assessing bias in counseling -
counseling programs. Dwildg, this session up've moved on to considen
sex bias in counséling materiaks and the 8tops ‘which rieed to be taken

v §on overcoming such bias. - . n
"As you move into” this finat session of the ubnkshop, it 48
Amponkant that gou h.génemb'ejt these points: L .
-« . - B 1) ‘ o
P . B rgg_ ~. . . . -~

L T s

‘"o thoroughly review this tdtg] session outline and participant J .

=

-

-~
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o Counselons play an mpouan/t role in échoot dumc,tb nof:mly
in the counseling and guidance of students but also in working
with dthen staff membens in the distnict. ALthough the natwre
0§ this Lnvolvement with other staff varies, it provides crucial
opportunities §on interpreting the {ssues 05 sex equity to -
ohen -stagf, gfon~providing consultation and training to other
members of the staff, and for working with others in the .

. deudo’oment 04 pnognamzs which can a,ttou.n sex equity AR Achoou

'Tu‘le IX is a pa)ut 04§ a total p/wg/wm of uzc/Leaung educawm
_equityfon all students. The activitiemsuggested Should be”.
adopted and utilized fai achieving, equity on the basis. of nace,
‘cultinal background, social.class, and physical capability.
- The ultimate-goal of owr efforts is to ensure that all siudents
7, afe provided with expéju,ence,é which will phepare them fon equal
: participation in owft society and fon max,wu.z,cng Zhe deuu’_onnewt
0§, them ‘gotenz;uu , y ;

k - o Those of you in-this session dre providing on gan provide.” -

b ]

9

Leadership for your duWat You ean play an’ Ampontant nole E
in youn contact with studevts stafd, and with parents.

N e hope That you will ageept Zhe chaltenge of this Leadenship."

" B. qu]uation' : Ce ( 5 minutes) .

The purpose ofy the workshloﬁ evaluation is tb provide tra'1n1ng

“staff and administrative. staff with information regag‘dmg part1c1pants

evalugtion of* the workshoprafd- to’ identify needs ,for” continued. training- -
and staff deve]osment .The facilitator may wish “to introduce this
actnnty with comments such as the -foﬂowmg

L -

[N e

MWe would Like each,,,aé you to take out Counselon WO/LhAhee,t 13,
entitled 'Wornkshop FValuation Form.' You will note that &he ueu;wm

provided on the fjeuaﬁuaxxon 60f1m e designed to obtwcn Awo !u.nda of- .

x.ngo/zma,tcon . S xS
\ o* .
o Vow geedtagh nggcuwung /tiws wonkAhop—-Wha/t activities of the b
wonrkshop werxe most wusef What aétivities were«Least helpful?
What de you believe you Mned grom the workshop? Your answers
Lo these quesiions can helsus to’ unpfeoue ouwr {nservdce phograms

and to Learn where we werne 'on' and "of4'" target. .

"o VOWL Ldeas aegmdx.ng 6wtwte nedds dnd éou.ow-up--m are a&o
asking you to assist us Ln {dentifying follow-up activities and, -
,6’ aread for future Anservice thaining programs. Please indicate
' any ideas which you may have negarding activities which cau,ﬂd
as8ist you and othe/L stagd in ach,ce,w.ng sex equity -
A5 you Leavg, .pteaAe make sure that -you turn Ln the evw&m,twn L.
gorm so0 that we may have .all of yowt Aideas." ’
.The faciljtator ghou]d aHow part1c1pants a few mmutes 'to’ complete
the worksheets. He/she should answer any questwns which may be
raised at th1s t1me '

> - . l
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e . C. Closing comments (3 minutes) 3
‘The closing comments should provide participan'ts with a sense

.of closure for the application sessions and a transition to the final

Generic Session. Comments such as the following would be appropriate:

»

"These sessions have focused on those activities which you as
a counselon can take to overcome Sex bias in counseling, counseling
programs, and counseling materials. As you review the meaning o4
youwr participation in these sessions we hope that you will:

o recommit yourn knowledge, skiLLs, and abilities to the task 04
ensuning that equity fox all students {ia achieved in schools

o continue fo extend your cc[pabwi,téeé fon, providing students
wi{:h sex-fain counseling and counseling materials iu your
schools ‘ . !

o work with other staff and groups in /thevdeve,topmewt of -
collaborative effonts to achieve equity

o work Within gowr progessional onganizations and. education
groups to increase proghammatic efforls whichscan support che
-  attainment.of” sex equity . ‘
. \ .
* . % Mo hope that these AppLication, Sessions have hetped you to
. ddentify goals fon your activities as a counselor; your detivities
© @} a nesowrce for othen staff within the distrnict, and:gdéals for your
activities as a professional wonking fon better counseling senvices
for akl ztuc‘i'enf/s. e . '

Sy '

©

""The next sessdon moves Lo
can extend ouwr pensonal, and prof
tion.of onganizational change.

warnd an examination of the ways that we
essional change goals to a considera-
During that session we will be extending

our knowledge of and $kiLLs in the change on

griowth process as it

nelates tochanging onganizatdons.".
o . . . . ‘
Yy The facilitator sHould Use this opportunity to express apprecia-
tion to those persons who provided the training and the persons who -t
assisted in the planning of supportive services necessary, for the works- .
< shop. ,Any final questions or corgerns should be address®d at this."
.time. 'As participants prepare to leave, it is often advisable to
. station facilitators at the exit to co]]egt the evaluation sheets.

|

)

»




A -
Footnotes
1/ Women on Words and Images. Help Wanted: Sexism ig-Career Educa-
tion Materials (New York:. Edutational Products Information txchange, 1975).
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COUNSELING FOR SEX EQUITY: AN INTRODUCTORY ASSESSMENT

Counselor Worksheet 1

1. What types or examples of differential treatment of female and male stu-
. : dents or employees can you identify in c6éunseling practices, counseling

™ materials, counseling programs, or employment practices relating to coun-
seling and pupil personnel staff?

14

»

2. What types of actions/projects/steps have you taken to implement Title
IX and/or to reduce/eliminate sex discrimination or bias in your work-
related activities? -

~3. What have you fould (or do you expect to find) easiest in implementing
Title IX and/or working -to attain.sex equity in your counseling and
pupil personnel programs? (e.g.,-which forms. & differential treatment
are easiest to modify?) ~

i
Why? T 9
S N {.
4. What have you found (or do you expect to find) most difficult in impte-
menting.Title IX and/or working to atta1n sex equity in your counse11ng @
and pup11 personnel programs?
r” <
Why? . |
. ‘93

e

cew-1 .-




5. What do you think will be the most important results or outcomes of
efforts to implement Title IX and to attain sex equity in your counsel-
ing and pupil personnel programs?

-




* WOMEN, MEN AND THE PAID WORK FORCE ‘

Counselor Worksheet 2 )

Most of us are aware of the fact that the U.S. paid work force is
changing in ways which reflect or stimulate changes in-the 1ifestyles :
of women and men in our society. Although we may have a general real1zat1oﬂ of
the change, we may not have taken the time to think through the precise -
dimensions of this change and the implications for counseling practice -
and counse11ng programs.. The following questions are des1gned to assist
you in thinking about the changes and the ways they 1mpact counselogs .and
counse]or _programs. &

1. What do you believe are the most significant changes/trends in the U. S
pa1d force?

/

.
3 L3

2. Based on the ava11ab1e 1nformat1on what pred1ct1ons would you make
regarding women's and men's participation in the pa1d work force in the
future?

3. What are the implications of these trends/predictions for our individual
. counseling practice? )

For the development of counseling prabrams? .

‘.

8 \)‘ . . . ' ’ ) N ' - . ' Y
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RECOGNIZiNG SEXIST AND NONSEXIST BEHAVIORS
!
COUnse?gr Worksheet 3 -

The following worksheet outlines a number of situations which are with-
in the day-to-day experiences of school counselors and pupil personnel
staff. Possible responses are provided under each of the situations listed.
Please read each situation and then indicate how the responses would be
described according to the following categories.

Sexist behaviors

d - Sex-discrtminatory behavior--violates Title IX or other Federal
nondiscrimination laws

b' - Sex-biased.behavior--reFlects bias or stereotyginq but prohahly
is not a violation of Title IX or other
Federal nondiscrimination laws

Nonsexist behaviors -

f - Sex-fair behavior--treats both sexes in equal or similar waysw

a - Sex affirmative behavior--goes beyond sex-fair behavior by compen-
sating for the effects of past discrimi-"
nation ,

Indicate your description of each of the responses provided by placing

the appropriate letter in the blanks provided. o

“'-

1. Situation: Students are consulting counselors regarding the courses
which they should be taking next semester.

Responses: ___A. "Susan, are you sure that you want ‘to sign up for
J trigonometry? That is a most difficult course and
it is really unlikely that you will ever need that
course. You know very few girls ever enroll in that
course."

B. "Carlos, I understand that you've been working with
Green'Gardens nursery and want to enroll in the
horticultural. class. That's a good way of fifiding
out whether you want to be a landscape architect./
Jeannie, that's a most attractive outfit that you are
. wearing today.' -

__'C. "Jim, your records indicate that you're interested
in offzce occupations and have done well in typing
. and business management. ’ Have you considered taking
shorthand so that you would have the skills for
secretarial work?" .

-‘

D. "Jdiﬂe and Kevin, I understand that the two of you
are interested in using the computer terminal serv-

* jces to find information on technical schools offer-
ing programs in environmental technology. It's
great that you found out ‘about the compute? termina1
and decidedato use it.} .

. o = cal-3 - 96. .




.

<4
M

2. Situation: A counselor is giving-directions to the tlass for completing a
\ . series of tests.
{ ' ’

. -
__A. "The next section of the test deals with. mathematical

Responses:

- concepts. Try to work as quickly as you can to complete
the questions. Girls, don't be concerned if you are
having difficulty wWith the /items because most girls
can't understand mathematics." P

: .__B. "The. next ‘section of the test deals with abstract

reasoning problems. Read each item carefully and try
to select the best answer. If you're baving difficuity
with a que§tion, move on to the next ope."

3. Sityation:.Patterns of nonverbal behavior for counseling situations:-

Responses: - A. Maintaining direcy eye contact with sam sex students
." and indirect eye’ contact with Opposite sex students.

B. Standing/sitting as close to students -of one sex as ong o
does with students of the gqther sex.

___C. Smiling at studenté of one sex as you meet themin the
hall. -~

4. Situation: A 16-year:o1d student wha?is pregnant comes to you for assistance
- in deciding whether ox _not she should remain in school..

\ .
Responses: ___A. "Trying to continue in school and taking care of a baby
at the same time will be difficult for you and the baby."

' B. "You can continue in school. There's no reason for.you
to leave unless you want to." o ‘

C. "Of course you have the right to remain in school here,
but you'll probably find it embarrassing to do-so.

. There's a special school for girls in your condition
sthat we recommend. You should contact Ms. Dwyer to
enroll in tbat program. " i '

D. "There's no reason whatsoe&er why you can't complete
your academic work. Why don't we look at some of the
.ways that you may wish to complete . yourywork and see
what might work out best for you both before and after
your baby is born." .

5. Situation: You're responsible for sétting up a career day for students.
You: R

Responses: .__ A. Arrange for female and male speakers who are in careers
- traditional to théir sex and assign students to‘sex -
traditional areas (female students hear representatives
-of women's colleges and talk to women in office manage-
ment, nursing, social welfare, etc.; male students hear
representatives of scigntific and technical institutions
and talk to men who are executives, insurqﬂge agents,
skilled crafts workers, etc.)

' J CGW-3
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6. Situation:’

LR

Responses:

7. Situation:

Responses:’

8. Situation:

B. Arrange for speakers without regard to their sex apd
encourage. students to.self-select ‘those presentations
which.are of greatest interest to them by providing
them with deta11ed information about the speakers.

C. Arrange for fema]e and male speakers in careers trad1t1ona1

1 and nontraditional to their sex and schedule the presenta-
tipn in a way which requ1res students to hear 9 out of 12
speakers. ‘

Julia, a high schoo] senior, needs summer wdrk to help pay tdﬁtipn

-to attend a computer technology school in the fall. She comes to

you to ask about summer.work. You ask what she likes to do, and
she reports that she likes to fix things. You suggest:

A. That she 1nvest1gate the "openings for girls" 11st1nq
on the "jobs for summer" board

. ___ B. That she call an agency which provides femporary office

» services such as typing, filing, answering the phone, etc.’
and try to find a placement

G That she join a greup of students who are organizing a
N rvice: for doing minor home repairs and lawn and gardgﬁ’
work during the summer

____D. That she investigate a new city summer jobs program which
attempts to place young persons in nontraditional jobs

Mike, a high school junior, would 1ike to enroll in the child,

deve]opment class given by the home economics department. He has

always enjoyed baby sitting and last summer worked as a counselor

at a day camp. He thinks he might eventually 1ike to be an

early childhood or elementary school teacher, but he's afraid he'll

be the only boy in the class- and the other students will make fun

of him. You say to him:

..i_ A. "In this school you have the right to takg any class you
want." § .

9

B. "Why don't you see if some of your friends won't sign
up for the class so you won't have to be the only male
in the class."

C. "You're probably right about having jokes made about your
being in the class. Why don't you wait to take that type
of course when you're in college and sign up for some
other elective courses.™

Anita, a high school sophomore, comes into your office to talk &
about enrolling in auto body shop next fall. She indicates that
she is very interested in taking the course but is afraid that

she won't be able to participate in-the work placement activities
that are part of the program.” She has heard that the cooperating
businesses will not accept female students. You say to her:

CGW-3
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Responses: __A. "Well, you know that there are still many employers
who are reluctant to hire females in this kind of a
job. Maybe we'd better look at some other vocational
program for you."

' SN B. "You're really interested in this class but are afraid
you'll be excluded from the work experience. Under
Title IX the school cannot participate in a program that
is discriminatory. If we find that employers are dis-
criminating in accepting-students, the school can't
continue to use the employer as a placement site."

C. "Under Title IX students are assured the right of non-
discrimination in all educational programs. Although
some employers aré reluctant to accept females in job
. placements, they are required to do so if they are to
. be involved in the school's program. I think you'll find
’ that many attitudes are beginning to change. You may wish
* to talk to-Sara Jackson Who is now an auto mechanic with 4
the Benavediez Car Agency to learn more about her expe-*
riences of ¢oing into a nontraditional job." ' y

9. Situation; The following, are excerpts from student scheduling forms which -
parents are required to sign. _ ' :
{ « .
{

’

Responseé: ___A. "Dear Mr. and Mrs." ~

K4

__B. “"A student in Stivers High School has many dbtions open
to him. 'He may enroll in four basic programs."

__C. "To the family of (student's name)

"
~

10. Situation: As part of an elementary school's career education pregram, - ¢
‘ . you've brought a female police officer and female fire
fighter to discuss their jobs. The children listen dare-
fully to their comments. Afterwards, during a discussion
! of the visit by th®-police officer and fire fighter, several
. . children insist that being a “"fireman" and a "policeman”
are jobs for men. You say.:, ‘ 4

L

Resppnses: _ A. -?These'days, peop]e can ‘be anything they want to be."

- __B. "A few women are tough enough to want to go into . -
police work or fire protection work." . ‘ -

C. "It may seem strange to some of you to see women working

" as police officers or fire fighters because these jobs

used to be limited to men. Our idea§ about work and our,

laws are changing. There is more opportunity for people

gg to 'select jobs that interest them regard]eis of their sex."
: s .
b ¢ - ~
/ - . \ i I
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. 11. Situation: Carol, a high school senior with a good academic record comes

r ' .in to talk-about her post high,school plans. She had-planned
to go to college . but is now engaged to be married during the
summer. Her fiance has a reasonably well-paying job, but -
insists that if Carol attended college, a severe strain would
be placed on their budget. €arol has no definite career plans.

Responses: A. "Well, you don't want your marr1age to get off on the
. wrong foot. As long as you're unsure of yourself and .

college would be'a financial strain, you probably should

not plan to go to college. If anyone goes to college,

it should be your f1ance because the man has to earn

a ltving." . . )
B. "Since you seem unsure of yourself, let's evaluate your
grades and interest scores. Most wojren will be working . .
outside the *home at some time in their lives. It would, -
make sense for you to begin to formulate some defjnite p]ans
and gain skills which could be used 1n work outside the.
home. "

C. "As long as your future husband can support you, there's no
. inmédiate need to worry about your future."

v

xR *
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- ASSESSING -SEX EQUITY IN COUNSELING AND GUIDANCE PROGRAMS*'

Counselor WOﬁksheet 4

Listed below you will find 22 scales wh1ch describe components of counse11ng
and counse11ng programs wh1c may assist the achievement of sex equity in counsel-
ing programs. * The scales a e des1gned to contrast a statu$ quo approach to
achieving sex equity in counseling and counseling programs to a more act1on-

< - oriented qpproach toward achieving sex equity. \

Please read each item and-then check (v/) the po1nt on the scale where you
think that your counse11ng or thé counseling programs of your schoo]s would fit.

\

Individua] Cohnse]ing

» T

1, 2

”~

4 5

The possible influence’of
sex stereotyping is seldom
raised with clients: -

1 Z///////”\\ 2

Clients are encouraged to, > clarify

» their valugs with respect to sex-

‘role stereotypes

’,

4 5

.CTients career interests

are accepted without fur-
ther exp]orat1on

EN

[

1° /2

Clients are encouraged to ex-
plor nontrad1t1ona1 career
options }
.

4 i ‘ 5

Counseding sessions deal.
primairily with understand-
ing available options and
assisting the client™in
the selection of options.

P

1 2 .

Counseling sessions include °
consideratton ofs possible con-
flicts and prdblems that may be
apparent when entering a tradi-

~ . tiomal or nontraditional career

4 ‘ 5

Nontraditional career,
academic or personal
choices are discouraged

.or passively accepted
" by the counselor N

1 2 v

Nontradi%ional. career, academic,
or personal choices are supported"
and reinforced by the counselor

A
“

~

4 ' 5

Counseling of students“in-
to nontraditional careers.
or activities is done with

- the knowledge that it is

probable that "gnly the
exceptional® person will

be able to achieve nontrad1«,7

tional goals

Counseling of students. into non-
traditional.careers or attivi-
ties is done with the knowledge

" that the opportunity system is

chang1ng and that greater di-

. versity of individual life styles

is likely to be realized in all
sectors of our society

*Adapted from materials contained 'in Sex Fairness in Career Guidance, - by Linda

B. Stebbins; Nancy L, Ames, Ilana ﬁhodes, published by Abt Associates, Cam- .
* bridge, Massachusetts, 1975. . )
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6. 1 . 2 ' 3 -

R
o l4 ';‘ 5

- Student: placements are

made on an individual ‘
basis with no checking

_to ensure that female

and male students are

placed in a variety of

settings

8. Group -Counseling

7.1 -2 3

Student placements are examine
carefully to ensure that both
females and males are placed in
a variety of settings, tradi-
tioqg] and nontraditional

\
13

4 5

Group counseling ses-
sions dealing with .sex
. stereotyping or bias
' are _seldom provided
v : for’students

ot

781 2 .3

. on career and personal choices

Group counseling sessions dre
conducted in which sex-rote
stereotyping and itg effects

are discussed with students

\

[

4 ' 5

Parents are not inclu- -
- ded in group counseling
or group information ©8
sessions which are
directed toward assist-
- ing their understand-
ing of sex stereotyping
in career decisiqns of .
students ' T

C. Information Services s

. -’

9. 1 . 2 3

Group counseling and informa-
tion sessions are provided for
parents which &re directed
toward assisting their under-
standing bf sex stereotyping
in career choices of students

4 5

)
Career guidance -
materials have not been

Career guidance materials have.
been reviewed for potential sex

the career and personal
options of students
e ) :
’ n. 1 2 3

reviewed for potential ‘ bias ~ .
: sex bias , ” T ' ’ .
S - _ ‘ '
10. 1 , .2 3 4 L 5
Little attem%é been - An attempt has been made to
made to locaté ah@ obtain b, locate and obtain materials
materials that rease ' that increase the career and

personal options of students

»

e’ 5 .

Counseling staff is not
familiar with equal
opportunity laws and

-

education and employment ~

-

CGW-4
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- * ety . K

A VI ’ 2 N8 ' 5
.. ~Counseling staff does not S ‘*\' Counseling staff provide
A4  provide students with infor- A /' students information re-

mation regarding their
rights to nondiscrimination

'«._.garding their rights to
#nondiscrimination in

and the procedures availa-
ble for utilizing and ‘re-

“" educatipn and employment

and the formal and informal

4 mediating methods of utilizing the
' ’ laws and procedures pro- -
. vided by such procedures
R »
13. T - 2 ! 3 4 - 5"

Counseling staff does not

assist in monitoring equal

opportunity efforts or in

ensuring that equal oppar- .
tunity laws are implemented

Counseling staff assists °

., with the monitoring of

equal opportunity efforts
and in ensuring that equal
opportunity laws’are im-

7 in educaﬁion and employment plemented in education and
: employment -
V4
r i . ) )
14, -1 2 3 4 .5
- Counseiing staff have not . . Counseling staff have made .
made an effort to identify ¢ an effort to identify support
suppért services: provided services provided by other
by other groups in the aroups in thé community
. . community+«which could N which’ could assist persons
s " assist persons in achiev- in achieving nontraditional
. ing non-traditional .goals goals and made such informa- .
(e.g., information services, . tion avai]able to clients
placement services, day care . : .
services, educational programs, - ) '
y etc”.)
‘ r , . .
D. Career Education and Vocational Education
.15, 1 2 ) 3 4 5

No efforts have been made to
ensure that career education
courses and vocational educa-
tion are designed to teach sex
fairness in career choices--
i.e., that all choices are
available to females and hales,
not just those traditionally
associated with gne's gender

CaH-4
(page 3)

. courses are designed to

Efforts have been made to
ensure that tareer education
and vocational education

teach™sex fairness #n career
choices--i.e., that all
choices ares available ®0
females and males, not Jjust
those traditionally associa-
ted with one's gender




v

A)

e 1 2. 3

4 5

No efforts have been made S
to ensure that curriculum
offerings are open to

members of both sexes and
students‘ are counseled to

choose from among all

, options irrespective of

v gender

17. 1 2 3

Efforts have been made to ensure
that curriculum offerings are
‘open to members of both sexes
and-students_are counseled to
choose from, among all optiopﬁ

< irrespective of gender -

™ ‘ W
4 5

No effort has been made to
ensure that textbooks and
other curriculum materials

Effort has been made to ensure

that textbooks and other curric=
ulum materials have been re- \\j

have been reviewed for sex - viewed for sex fairness
fairness. _ ' .
18. ™1 2 3 4 -
No effort has been-made to Effort has been made to ensure
ensure that staffing poli- that staffing policies provide
cies provide students students with role models of
with role models for both \ both sexes
sexes
19, 1 2 3 4 5 '

Studepts are assigned to
work experiences on the
basis of their interests
and the sex preferences
of employers

Students are required to ob-
serve or be involved in work
experiential activities in

nontraditional work settings

~ ) N
E.. Staff Development and Follow-up . X\
20. 1 2 .3 4 5 ]
ounselors have little or " Counselors work with-ather
gp contact.with other staff staff to assist them in
regarding the need for sex understanding the need for sex
- fairness in education and equity, and the methods for ,
employment achieving sex equity in educa-
N tion programs
» 4 -
21 1 -2 3 4 . 5
Counselors are generailly Counselors are knowledgeable
not aware of currentire® - @ about current research on
- search on sex role stereo- sex-role stereotyping and
typing and its effects on its effects on women and men
women and men
22. 1 2 3 4 5

Counselors seldom follow-
up effort to assess the

"implementation of and
- satisézetion with career
academic and personal choices
. CGW-4
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F. Overyiew . /
23. What is the general profile of your programs on these scales--were most of
your checks on the left-hand side of the scales, the r1ght hand s1de or,
.the middle.of the scales? "’

o o

L4

24. What other. behaviors or activities would you suggest or have you used to
assist the attainment of sex equity in your counseling or the counse11ng
programs in which you work?

* s
!
e \ Y f
[ ] s " .

- L ]
25. What types of factors can assist you in moving your program profile furtber
toward the right-hand side of these scales (toward the achievement of greater

sex equity)? *;ifgy

< .
26. What types of factors work against you in moving your program profile further /
toward the right-hand side of these scales (toward the achievement of greater
" sex equity)?

105
CGW-4 o N
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WOMEN IN THE PAIP WORK FORCE *

Counselor Worksheet 2A

Women's Part1c1p§t1on in the Paid work Force

e Women are entering the pa1d work force at steadily increasing. rates
~  Today, 41 percent of this work force is female; this percentage
shou]d equal 50 by the year 2000. -

o Increasing entry into the paid work force is characterﬂst1c of
all groups in our seciety, regard]ess of:
p -
--racial-ethnic group membersh1p ~ . o

--age (54 Percent of all women in every age group between 18 and 54
arg’ employed outside their homes)

--marital status (47 percent of the nat1on S marr1ages have .two
. breadwinners)

-—materna] status (47 percent ‘of a]] women with ch11dren under
»~ 18 are in the paid work force; mothers of
children under 6 are entering 'at a rate faster
than any other group)

e The average young woman today will work outside her home for:
--40 years if she is single

- --30 years if she marries but has no children

--between 15 and 25 years if she marries and has children,
dependipg on the number of, children she has

Women's Status in the Paid Werk Force

o Women tend to be concentrated in a limited number of "women's occu-
pat1ons," most of which tend to be lower pay1ng than those occupations
_ in which males predominate.

- -

--70 percent of all women working for pay are employegjﬁn three
occupational groups: clerical occupations, service-6ccupations,
and professiona]/technical workers Lprimari]y teachers).

--50 percent of all men in the paid labor force are employed in
the three largest occupational categories for men: skilled |
crafts, professional/tgchnical, and managerial occupation. 2

--In 1974, the median income earned by female college graduates
in the pa1d work force was less than that earned by men with
an eighth grade education.

~-In 1973, the median income .of females employed full-time year- °
, _round was $6,488, while the median income of s1m1]ar1y employed
“males was $11,306.

Q ‘ . ‘ CGW" 2A 1 0 !2 . ) : p




¢ Even in the same occupational categories, women earn less than men.

¢ The gap between women's incomes‘aﬁﬁs%%n's incomes 1is . increasing: in 1956,
the median income of all womep-workers was 63 percent that of men; in 1973,
. women's median income was only \57 percent that of men. '

¢ Women in the paid labor force are more likely than men to be unenyloyed.

e ' ¢ Two-thirds of women in the paid labor force today worﬁ outside the home
. due to economic need; they are single, divorced, widowed, separated, or
‘married to- husbands with an incomg of less than $10,000 per year.

-
A

Minority Women in the Paid Work Forc ' - v
¢ - 3 : ‘
. In the past, minority women have had much higﬁ%r rates of participation in
the paid work force than white women; Black women have the longest history

of work force participation of any qroup of women.

\ o Today, rates of labor force participation by minority women vary among
the different minority groups. ) : Co

A" ° . ‘:: ' “.'
?g --Black yomen's rate of labor force participation exceeds thap;bffhhite
women 1 ‘
. +  --Hispanic women are less likely to work_for pay outside the home than
either Black or whife women _
, --A majority of Asian)American families are ¢qmprised of a working T
husband and a working wife. , ';7‘ ' P :
--1970 census data indicate that 35 percent” of all Native American ,
- . women are in the paid work force.
) o~ Minority women with children are more likely to be in the paid work force

than are white women with children; 52 percent of minority women_with
children under 6 were employed in 1974, as compared to 34 perceﬁf'of
non-minority women. -~ .o S

o Minority women are less likely than white women to be employed in
white-collar jobs*®and more likely to be employed in blue-collar or -
service jobs. . - .

e Minority women have the lowest average incomes of all workers; in 1973,
the average yearly-inconfd oquwﬁte males and females and minority males
and females employed gn a fulTl-time year-round basis was as follows: -

, white maTes $11,633 \ ) ,
- ) minority males . 8,363 : ‘ ..
. . white females 6,544 . '

minority females 5,772

¢ Minority females have th¢ highest unemployment rate of any group in the
paid work force; in 1975} the unemployment rates were highest for minority

I

\ CGH-2A |
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- - .
;- fema]es,' The rate% by'race and sex in 1976 were as follows:
) white males . 7.2
. white females 8.6 / . :
’ ~ minority males = 13.7 5 . - v '
K minbrity females 14.0 . , ‘ {

g

Whén we consider workers in the age group of 16-19 yeérs, the unemployment
rates increase dramatically: .o * . '

-

white males - 18.3
- white females ¢ 17.4
minority males \35.4
minority females )33,5 .
] - % ‘e ’

0 Minoﬁ?%y women are wore likely than white women to be in the paid work force
as a result of economic need. .

s

0f the more than 2 million minority women in the paid work force, more than
_ two-thirds (63 percent) have husbands with incomes of less than §10,000
per year. The comparable figure for white women is 26 percent: R

& Nearly one in three minority families is headed by a woman, who is sole
support of herself and her family.




RECOGNIZING SEXIST AND NONSEXIST BEHAVIO&J

Counselor Worksheet 3A

-

The following "answers" are provided for the situations and responses -
given on Counselor Worksheet 3. It is important to understand that the
distinction between sex-biased and sex discriminatory is largely a matter

. of degree and interpretation. The prohibition of certain forms of sex
differentiation in education policy, practice, or program is clearly
specified in the regulation to implement Title IX; these are the forms
which are labeled discriminatory for the purposes of this worksheet. _The
Title IX regulation also contains more broad and general prohibitions of.
differential treatment of femal2s and males; the exact meaning of these
broad prohibitions will be spgcified through future administrative and
Jjudicial decisions. For this'reason, it is‘possible that many policies, ,
programs, or pract1ces which are not explicitly proh1b1ted by the Title IX
regulation may, in fact, be found to be discriminatory in the ‘future.

With these Timitations in mind, the answers that aye most reasonable
at this time are: ! K

¢ . R
1. _d A , 6. _d A - N, d A
b B " b B a B
— a T — fe oo _bcC o
_f0D a 0’ /
2. _d A 7. _f A ot ~
_f B . _b B § k
- - * _d___C
3. b A
£ B 8. _d A /,
b C f B -
a C
4, b A
£.B 9. b A .
d ¢ ~ N
a D~ " f C
5. d A ) 0. _f A \ -
f B / b 8
a C - a C
’ o
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- CHECKLIST FOR SEX-FAIR LIFE/CAREER-PLANNING MATERIALS

. Counselor Worksheet 5 . . ,

e
”

: -
The following checklist provides a series of questions to be considered
in evaluating sex-figirness in life/career-planning materials. Read through .
the material to be evaluated, then.indicate your-judgment as to the sex-
fairness of the brochure A which is attached. )

L™

_ YES N N/A
1. Do the illustrations show men in traditional
masculine careers and/or women in traditional
feminine careers? '

—— ——— . ——

2. Do the illustrations show women predominant-
ly as helpers, and/or men as leaders or
figures of authority?

3. Do the illustrations show women mainly in
/ passive postures (such as watching, sit-
tings or waiting) and/or men in active (\\
postures? : L
o~ . [
4. Do the illustrations in general show
— _ women-.as..smiling and pleasant?. '

5. Do the illustrations in general show
men as serious and thoughtful?

6. In careers traditionally considgred
“as "masculine," is the female figure
shown less frequently as the career
representative than the ma]e figure?
7. Is the generic "he" used for tradi-
tional female roles and/or men en-

couraged to consider traditional
male roles?

8. Are women encouraged to consider
traditional female roles and/or men <
encouradpd to consider traditional )
male roles? N

9, If occupational titles are used, are
they sex biased; for example, "fire-
man" rather than "firefighter," or
"mailman" rather than "postal
carrier?"

~ . /\
'| v
Prepared by Jan Birk for Title IX Equity Workshops Project.

2 ' ‘
Items 7 through 12 are adapted from Women on Words and Images, Help Wanted:
Q Sexism in Career Education Materialsl(New York: Educational Products Information
FERIC  Exchange, 1975). CGH-5 ‘
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10. Is there evidence of tokenism? For example, A
one or two striking examples of equal sex -
treatment may be presented, but the
material overall may be dominated by
male.role models and/or sexist language.

11. If references exist to family responsibility,,
-are there sexist expectat1ons7 Is it assumed,
for example, that it's woman's basic respon-
sibility to raise and care for a fam11y7
Is it assumed that man's basic respons1-
bility is to be the ecohomic provider?

12. If references are made to appearance,

- »sphysical qualities, ot personality
traits as being significant factors «
related to success, are they sex
biased? For example, is being a

~ nurturant person related to being a
successful nurse? Y

13. 1s there evidence of sexist language,
,/ such as using "man" or "mankind" rather
~Lthan "people" or "persom"--and using ' .
forms of the masculine pronoun (he, his, \
etc.) to refer to- péople in general?

14. If the setting of the illustratioM
is outdoors, are men predominantly:
featured in the outdoor setting?

e CGH-5
. (page 2)




BROCHURE A . | :

» counselox Worksheet. 5 \ VT
ARE YOU-READY TO BEGIN PREPARING / . )
FOR YOUR REWARDING CAREER AS A .
MEDICAL SECRETARY? . . <
\ 1t your guidance counselor
fo Mmation about the business
schools in your area or write to us for
a directory of business schools. After ) \
you have selected the schools which , )
interest you, wxité to them for . . .
specific information on curriculum, )
tuition, enrollment policies, and ,
Jdormitory facilities. All of the - REMEMBER. ..
business schools and junior colleges R »
of business listed in our directory the key to success inﬁtoday's
invite you to visit and inspect their business world is training. , N
facilities. A business school may be the
starting point for Your Career YOUR CAREER AS/A oo
, as a Medical Secretary. ‘I MEDICAL SECRETARY P
i ' 87
UNITED BUSINESS SCHOOLS ASSOCIATION - ‘ . O\ e
1730 M Street, N. W. \ e : )
Washington, D. C. 20036 . ) . : .
e e — ———Fgr-a directory-of-business—+> A
“ ' ) schools write to: .
S C UNITED BUSINESS SCHOOLS ASSOEJATION '
*1730 M Street, N. M. 115
Vs, , Washington, D. C. '20036 - :" ' E :
114 ' 4 .
v‘-/ < ! ’\
. » .
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8. ' ) P . '

. '
THE MEDICAL SECRETARY... AN EXCITING, WHERE DOES A- MEDICAL SECRETARY WORK? . ‘
REWARDING CAREER S )

~ e

As a medical secretary, you may work in

Do you want to serve as a key member ..a physiciam.g office .

of a medical health team? Are you ..a dentistis office

understanding and sympathetic? Can ..a hospital—?\\h . '

you remain calm in an emergency? {0 ..a médical resedarch center » -
you enjoy working with professionally ..a pharmaceutical ,<laboratory "

educated men, such as physicians, ‘ ..a clinic

dentists, and research scientists? . ...a public health facility

Are you looking for an emotionally . ...an insurance.company ™\ Y
and financially .rewarding career? ...a medical laboratory

If so, you may be interested in a ...the office of a hosp1ta] and surg1ca1 equipment

career as a medical secCretary. +  supplier L

..the medical department of a private industry

WRAT IS A MEDICAL SECRETARY?
¢ LOTS OF JOBS: GOOD SALARIES: -
A medical secretary is able to’ '

speak tactfully to patients. She . . Medical secretaries are in great demand today

knows the code of medical ethics and apd the future looks even brighter! The emphasis on

the mearing of ' prty11eged information. preventive medicine and the expansion of Medicare means

She has good telephone manners and is abfe that there will be an unprecedented demand—for medical

to arrange appointments efficiently. She L, secretaries. Starting salaries are good, ranging from w<

has_a knowledge of accounting and is able . « $300 a month depending on the locality. . Zw.

to collect bills courteously. A medical S8

secretary is familiar with medical tech- How DO 1 BECOME A MEDICAL SECRETARY? is\} ¥ =

nology and is able to take dictation i

rapidly and accurately. Sheg is able to A med1ca1 secretary must be able to type, file,

type reports, case histories, and insurance keep books and records, take dictation, ‘and operate P

forms correctly. She khows how to operate dictating and duplicating equipfient. She mfist be .

dictating and duplicating equipment. A familiar with medical terminolpgysand be aple to make

medical secrétary is a whiz &t filing and—— —~ . basic laboratory tests. —In-addition, she khastohavea ——— — ——
ordering office supplies. She is capahle basit understanding of psychology "and medical ethics.

of administering first aid. She can take where does she learn all these skills? The best road to

temperatures, weigh and measure patients, success is to enroll in a good business schoo] or- junior,

calm upset patients, prepare patience for college of business. .
examinations and treafment, and sterilizes . - -
equipment. She knows how to make basic, WHAT WILL I STUDY IN A BUSINESS SCHOOL? ' > - (;\ "
laboratory examinations, such as bloda™ o ' “
counts, urine analysis, and basal.metabolism. A]though courses vary, most business schools ’ .

A medical secretary, sometimes called an offer<ing medical secretarial courses give classe§ in

administrative medical secretary, is a i ] - typing, shorthand, accounting, filing, psychology,

capable, efficient assistant who is able to first aid, business law, telephone usage and techniques,

mariage the physician's office and perform anatomy and physiology, medical terminology, basic

simple laboratory tests, leaving the
physcian moye time to devote to the treatment ’ .
of his pat1§nts _ - . - . ' 117 .
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laboratory techniques, medical records and reports,
medical office procedures, and personality
development. Some business school courses include
work experience in a hospital or doctor's office.

WHY SHOULD 1 GO TO A BUSINESS SCHOOL?
r >

®  Thé private business school or junior-college

of business ' . .

..has a very keen interest in each studepnt. The
success of the schoaql depends upon the success
of its graduates.

...is in immediate touch with the businessmen of -
the community and can respond to the needs of
the community. , ’ N '

..has the practical atmosphere of the office,
allowing<the student’to develop a truly
functional viewpoint.

...helps its graduates securg¢ jobs. = -
...hand-tailors instruction, counseling, and class
sizes to provide\a close student-teacher

relationship. ’ ) <

IS STUDENT FINANCIAL AID AVALLABLE?

e ————

I Educational loans foy students attendind
accredited business schogls are available under -
the Federal Guaranteed Loan Program. The ,
financial aid officer at the business’ school of
your choice can give you~or your parents further
details on this program of Lgsured bank loans to
students. ) K ‘

Other programs of financial assistance to -
students in busirngss s$hools include:
...Social Security Dependents '
...Railroad Retirement Student Dependents
.. Student Dependency and Indemnity Compensation

" “For Veteran's Children :
,.Civil Service Retirement Student Dgpendents

...War Orphans fFducational Assistance
...Veterans Readjustment Benefits Act 0
..Vocational Loans to Indiahs

v

S

f 1966

-~
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CHECKLIST FOR SEX-FAIR LIFE/CAREER-PLANNING MATERIALS

Counselor Worksheet 6

The following checklist provides a series of questions to be sensidered
in evaluating sex fairness in life/career-planning materials. Read through ¥
the material to be evaluated, then indicate your judgment as to the sex 7
L~ fairness of the brochure B which is attached. .

> -

— e——

YES  "NO N/A ,
/ 1. Do the illustrations show men in tradi- co
tional masculine careers and/or women in tra-
ditional feminine careers?

2. Do the illustrations show women predomi-
nantly as helpers, and/or men as leaders
or figures of authority? -

3. Do the illustrations show women mainly in
passive postures (such as watching, sitting,
or waiting) and/or men in active postures? e

-/ : ’
4. Do the illustrations in general show women as QN’ff
smiling and pleasant?-

5. Do the illustrations in general show men as . .
serious and thoughtful? -

6. In careers traditionally considered as
"masculine,” is the female figure shown
less frequently as the career representa-
tive than the male figure? .

7. 1s.the generic "he" used for traditional
male occupations, and/or the generic "she"
for traditional female occupations? .

8. Are women encouraged™=to consider tradi-
tional female roles and/or men encouraged
to consider traditional male roles? -

are used, arem ' | B i

, "fireman" rather
ailman" rather . -

9.* If occupational titl
sex biased; for -exampl
than "firefighter," or
than "postal carrier?”

L3
\

1 Prepared by Jan Birk for Title IX Equity Workshbps Project.

2 Items 7 £hrough 12 are adapted from Women on Words and- Images, Help .
Wanted: Sexism in Career Education Materials (New York: Educational

Products Infommation Exchange, 1975).

§. : CGW-6 A 1 ) v
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10.

1.

12.

13.

14.

- the material overall may be dominated

Is there evidence of tokenism? For
example, one or two striking examples of
equal sex treatment/ﬁay be presented, but

by male role models and/or sexist language.

If references exist to family responsibili-
ty, are there sexist expectat1ons? Is it
assumed, for example, that it's woman's
basic requnsibi]ity to raise and care

for a family? Is it assumed that man's, ° L
basic responsibility is to be the )
economic provider?

If references are made to appearance, \__\\;‘ .
physicdl qualities, or personality - _

traits as being significant factors o o
related to success, are they sex

.biased? For example, is being a nur-

turant person related to being a ) '
successful nurse?

Is there evidence of sexist language,
such as using "man" or "mankind” rather
than "people" or "persons"--and using
forms of the masculine pronoun (he,
his, etc.) to refer to peop]e in o
general? .

If-the setting of the illustrations
is putdoors, are men predominantly’
featured in the outdoor setting?
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BROCHURE B

- Counselor workshéet 6 > -

" DOCTOR--GENERAL PRACTITIONE

A dedicated doctor is ajnoble human being.
Would you like the outstanding compensation, the
satisfactions of helping pegple, and the dignity
and respect commanded by this profess1on?

Of course, to "get there," you would have N
several years of hard study and training, and
would work long, hard, often irregular hours,
(patients don't get.sick on schedule), as the
ward of many peoples' health.

Jhe subject of this article is the
physician, or "general practitioner." There
are also, 33 other recognized medical"specialities,
such as surgeons, internal med1%1ne specialists,
and others, all of whom are also doctors.

WHAT GENERAL PRACTITIONERS DO
é

About 20 percent of all doctors are general
practitioners. These physicians d1agnose (f1nd
the. cause of), diseases, illnesses and injuries and
treat people suffering from them, as you know {rom
your own visits to their offices.

Generally, a general practitioner, or "g.p.,"
upon diagnosing a patient's need for surgery, for
example, will refer his patient to a.qualified )
surgeon specialist, or to an "internist," (internal
medicine specialist), for further examination. The
g.p. refers magl of his patients to appropriate
specialists in®his way, if his.own diagnosis indicates
a need~for doing so. et

G.P s examine patients and treat them, if

.they do not requ1re special medical help, in their

own offices and in hospitals. Although the pract1ce
i¢ lessening, they also vis1t patients in their own
jomes.

,'

Sgée physicians combine their medical practice
with resegrch, or teaching in medical schools.
Others aPe hospital, administrators, while some .
write for medical journals.

TEMPERAMENT, INTERESTS, AND ABILITIES NEEDED
éYou need to have a deep concern for serving
sick'and injured people. Personal integrity is
important, as well as a pleasant, sincere personal- :
ity that helps gain the confidence of patients in
you.r

You need to be emot1ona11y stab]e and abIe to
make dec1s1ons 1n emergenc1es f/}

| You aIso need to be w1111ng to study a great

deal to keep up with the latest advances in medical o=
science. K , 4o
‘ ‘ 8g
EARNINGS AND WORKING CONDITIONS e -
When you graduate from medical school, your\r
starting salary, as an intern, or "apprentice". '
doctor, would average between "$7,500 - $10,000.
Later, with training and experience as a
qualified phys1c1an you can earn $10,000 or more’
a year, phys1c1ans averaged $11,000 annua11y in the
early 1970's. : ° 100
). 123

In addition to the long time and great cost of’
your medical education and training, if you open a
private office, it requjres a sizeable investment to
equip and staff it, and probably up to two years
before your volume of patients will enable you to -
do much more than break even.. However, once you

are established and recognized, your earnings will
Aincrease rapidly and steadi]y.

i o .[;\\
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"Self employed physicians usually earn more than Your future in this field is excellent with
those in salaried positions, in a hospitkl, for example. increasing human needs for medical attention and
Specialists such as surgeons earn more than g.p.'s. care, job openings created by physicians retiring

- or leaving their jobs for other reasons, and
- Most 'specialists alsc work fewer hours than g.p.'s, medical costs being increasingly absorbed by health
. who usually have long working days and irregular hours: insurance plans. %
they "screen" patients for possible specialized -
\\\vgmedlcal problems, they screen the entire initial-

patient load, while specialists receive only those &

medical prob1ems that are directly related to each

of the1r special skills.

You would work in clean, well-lighted, éttractive
and air conditioned offices or hospital facilities,
in most cases. )

Most doctors, espec1a11y g.p.'s and surgeons,
need the stamina to bBe able to work long hours on
their feet, part1cu1ar1y in hospitals. You also
must have good vision, hand/eye coordination, and ' >
superior-ability to commun1cate ' '

Vs

CGW-6
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EDUCATION AND TRAINING NEEDED

You need a license to practice medicine. In : o . -
order™o get it, you need to have successfully . ' ‘ -

completed 3-4 years of college where you will have
taken chemistry, physics, math, biology, as well
as 11bera1 arts and social science subjects.

Medical school educat1on, following this will v \ -
be for 3-4 years consisting of courses in anatomy,
biochemistry, physiology, and other medical-related
subfjects. , . y

Internship in a hospital, usually following
your graduation from medical school, is usually . ’
for 1 year, (more for specialists). ) . For information about this career field,
- write: Council on Medical Education, American
Because of the great time and expense of this " Medical Association, 535 North Dearborn Street,
“kind of medical education, financial aid, both from = Chicago, I1linois . 1f):'
o ~overnment and private sources, is ava11ab1e to those ' et

[:R\!:ho qualify. 124




SUMMARY -OF THE FORMS OF SEX BIAS IN CAREER MATERIALS

Counselor Worksheet 7

~

N The following is a summary of the major forms of sex bias found in
7 career education and counseling materials.

1. Invisibility or omis¥ion--This form of bias is reflected in théﬁgemf' .
‘plete or partial exclusion of one sex from representation in egither
the illustrations or the content of the material. This execlusion
implies that one sex is of less value, importance, and significance \
within those career areas presented in the material. K

F. : . ‘L °
. Example: A book,on careers in the auto industry which shows
~ only pictures of males

2. Stereotyping--Stereotyping is the assumption that -males have one set
of abilities, interests, values, and roles while females have a
different set of these same characteristics. Stereotyping denies the
diversity, complexity, andwariation which exists in any group of .
individuals. . ) : : . S T
\ ] ., S
Example: Characterizing women as wives and mothers who rarely
venture;out of the home and men as seldom caring for
' ‘an infant or cooking a meal .

3. Fragmentation or isolation--This form of bias separates information
about and visual images of one sex from the main body of thestext,
. implying .that these persons/issues are less important and not an
integral part of the whole. The inherent assumption is that he role
and contributions of that sex are limited to specific areas.

Example: A 1ist entitled "Jobs 1in Trades and Industry" whitch
has toward the bottom of the list a special section of
jobs specially jfor women '

4, Linguistic b%hs--Linguistic bias is the use of language which either
excludes, degrades, or subsumes members'of one sex. . C e

Example: The use of "he," "his," or "him" and the generic - -
<. "man" to refer to both sexes or to women exclusively;
use of derogatory language such as-"gal," "baby," or
"chick" to refer to adult women; attributing gender to
occupations such as "mailman"; and ordering words so
that one sex always come first as in "men and women";
and reflecting subservient status as, in "Richard lets °
his wife work." .

CGW-7




5. Imbalance/selectivity--This form of bias presen%s only one interpreta-
tion.of an issue, situation, or sex. Such selective presentation
distorts reality and ignores complex and differing viewpoints.

Example: From a discussion of women in the work force: "Although
men choose to participate in the paid work force for a
number of-reasons, women's reasons for working outside
the home are generally more restricted. In most cases
they are working primarily:for "pin mone}" which will
allow them extra goods and services which they can't
afford on their husbands" incomes. Some women work,
too, simply because they enjoy being out of the home,

) usually in instances!where there are no children or~
7 ~ehildren are grown..:."

/ \

6. Unreality--Unreality in career education and counseling materials is
} e unrealistic portrayal of adult life either in the world of work or
,/in the home. It presents situations either as they were in the past
or as someone would like for,them to be rather than what they are.

Example: Career information for young women which ignores the
fact that 9 out of 10 girls in high school today will

work outside the home for pay at some point in their
lives, and that 4 out of 10 will eventually head families.

A ,

12y
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(/,—\\\~_, IDENTIFYING AND CORRECTING SEX "BIAS IN CAREER MATERIALS

T Counselor Worksheet 8

%

-

After reviewing the "Summary of the Forms of Sex Bias in Careey,
Materials" (Counselor Worksheet 7), you are ready to try your hand at
analyzing and remedying sex bias found in excerpts from career education
and counseling materials. The following is a series of excerpts from
such materials. Read each one, determine if sex bias in present, and
identify the form(s). Then rewrite the excerpt or suggest revisions, which
would eliminate the bias found. If no sex bias is present, simply indicate
Ianne . n . .

3

Hi A filmstrip is entitled "Where Daddies Work."
Is sex bias pré}ent?

Identify the form{s) of sex bias:

Suggested revision: )

2. R’picture from a student orientation booklet shows a young woman
dressed in a short skirt and platform shoes with no safety equipment
on running a drill press.

) Is sex bias present?

Identify the form(s) of sex bias: ‘

Suggested revision:

¥

3. "The job barriers for minorities‘aéd women are disappearing....So if
you're a minority student, or a girl, who wishes to enter a-field that
had belonged solely to men, take heart. Your mother or .father may have
been hurt, or may even haye given up. But you do not need to give up.
The barriers are coming down." .o

Is sex bias present?

Identify the form(s) of sex bias:. \{

Suggested revision: - A

h Y
E
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4. 'Dr. Harden and his nurses, Janice and Irene, enjoy working together
as a team." .

f

Is sex bias present?

Identify the form(s) of sex bias:

Suggested revision:

A -

A

-

5. "All men.need to know basic survival skills such as cooking so that
they can-help their wives around the house." ' '

" Is sex bias present?
Identify the form(s) of sex bias:

X “

Suggested revision:

—

6.~."Since the prpportion of women workers is so high, the turnover rate _
is also high.” Beginners will replace workers who leave to get married

' 5 and raise families." : .
Is sex bias present?

.Identify the form(s) of sex bias:

Suggested revision: s

7. A pamphlet entit]éd "Careers for Women=in Protective Service: dJobs in
Law Enforcement, Fire Fighting, and Security."

( - -
Is sex bias present? : .
~

. o
Identify the form(s) of-.sex bias:

Suggested revision: x

8. “"The contemporary farmer is radically different from the frontiersman.
of the past. He is knowledgeable in a complex, scientific endeavor,
and his livelihood is dependent upon his efficiency."”

Is sex bias present?

Identify the form(s) of sex bias:

CGH-8
(page 2)
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10.

1.

S,

Suggested revision:

-

"Our supervisory candidates, women and men who are young in years but
mature in attitudes, are chosen annually. Most will be in responsible
positions within five years." '

Is gex bias present?

Identify the form(s) of sex bias«

Suggested revision: T

A}

"With the money he makes at Holloway, Bob is able to pr0v1de a good
living for his-wife and daughter." Vi

L
\4‘ ;
s
.

Is sex bias present? )

Identify the form(s) of sex bias: ot
}[.

Suggested revision:

>

A.six-page pamphlet on nursing has two short paragraphs on opportunities
for males; the only picture of a male nurse 1s 6n that page

"

Is sex bias present?

Identify the form(s) of sex bias:

Suggested revision: -

L

"The secretary who does not make the most of her physical attributés
is not doing herself justice." / :

Is sex bias present? s

Identify the form(s) of sex bias:

Suggested revision:

~ ‘ CGH-8
(page 3) .
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CORRECTING BIAS IN CAREER MATERIALS:
SEX FAIR VS. SEX AFFIRMATIVE

Counselor Worksheet 9

The following quotations are taken' from career education and caveer-
counseling materials. Read through each of the statements, find the source -
of the bias, then rewrite the statement first in a sex-fair manner and
then in a sex-affirmative manner.

Remember that a sex-fair statement is a statement that treats females
and males in the same manner; does not make any distinctions on the basis
of sex; or has a neutral effect. A sex-affirmative statement attempts to
overcome the effects of past discrimination by highlighting changes,
specifying the inclusion of males and/or females, and encouraging a change
of tradjtional ideas or considerations.

1

1. "Intensive schooling is provided by the airlines for newly hired flight
service personnél, not only because of general airiine expansion, but
also because of the relatively short time of the girls' employmeht.
The average length of employment for domestic a}r]1nes is about~18
months, and for international airlines ab months. Most stewardesg-
es resign upon gétting married. Previously, this was a requirement on
most airlines. Recent laws have changed thi's, however, and girls may
not be forced to res1gn after marriage. ‘In general, however, continued’
flying beyond a few years is not usually conducive to a happy marr1ed
life."

-

- CGH-9
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. é. "The choice of a careef has had a direct‘%é$c$ng on where a_person
builds his home, the schools his children-attend, the way he earns
a living...."
- »
’ ¢ . N

3. "Careers in prosthetics and orthodontics are primarily for men."

¢
. -
- .

4. "....many top executive jobs in industry are filled by men who started

as salesmen." .

5. "It would be ilusory to suggest that most working wives ‘are second-
career women the purest sense of the term. They have embarked, to

be sure, on a new work experience, but many are not seeking personal
fulfillment so much as they are seeking money for their children's

education, for a second car...."

’

) .
ol 6. “....majority of nurses get married and have children and are still
able to continue their careers."
_\-—
' CGW-9-
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7. "It provides a chance to serve. s‘oci ety-—a reason that seems more ’
: important to women than_to_ men." ] .
Y ‘ v ‘ - . N ‘ ol
%, . . :
“ [l . *-
. . A
o . . . ¢
el © < '.: &
« .
b : , '
8. "All wear attractive uniforms....and have interesting jobs with lots of
men around."
r g g \
\
. ; /
/ ¥
¢ L Y
’

CGW-9
(page 3)

‘ ~’ ' | 1‘3 8




SUMMARY OF RECONMENDATIONS FOR THE USE OF o
CAREER INTEREST INVENTORIES*

Counselgr wqusheet 10

A )

Administering the Inventory »

’ iﬂs, Use \nventories as part of a total career ggidance program.

2. Use a combined inventary form.

<Reporting Inventory Results /“\\

-

3. Report scores based on both female and male scales

a. Focus on same-sex scales.

b.. Focus on pattern, not level of scores on opposite-sex scales.

c. Avoid spurious scores on opposite-sex scales.
4.‘ Report scores based on bofh female and male norm groups.
5. Fill in the appropriate sex code.
6. Report scores based on special norm groups.

Interpreting Inventory Results

7. Identify broad interesj areas.
8. Ident{fy all occupations with a broad interest area.

9. Orient clients to the potential influence of sex bias on inven-
tory Iesu]ts.

10. Interpret results for special groups carefully.
11. Use all available information. .

12.. Stimulate exploration.

+

¥Finda B. Stebbins, Nancy L. Ames, and Ilana Rhodes, Sex Fairness in
Career Guidance (Cambridge Massachusetts Abt Associates, 1975).

&
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APPLYING RECOMMENDATIONS FOR THE USE'OF CAREER INTEREST INVENTORIES*

Coun;elor Worksheet ‘11

Below you will find two case stﬁﬁ%ls of students who are seeking

- assistance in exploring career decisions. Within each. case study you
will find a general background statement about a student and examples .of .
sessions with various counselors. Please read each of the cases carefully.

After you have finished reading the counseling situations, think back
on the formulation of sexist and nonsexist behaviors introduced earlier in
the session. ‘ .

Sexist Behaviors ’ - .

§ex-discriminatory behavior Egyiolaﬁes the Title IX
‘ regulayion
Sex-biased behavior - reflects bias or stereotyping but
probably doesn't violate the Title
IX regulation

Nonsexist Behaviors

Sex-fair behavior - treats both sexes in the same way, ’ '
or the effect of the behavior is ‘
undifferentiated or neutral on
the basis of sex .
¥ -

Sex-affirmative behavior - goes beyond sex fair behavior
by compensating for the effects of |,
past disprimination (

You will be asked to rate each counselor session according to this .
scale. In addition, you will be asked to refer back to the Summary of J
— Recommendations for the Use of Career Interest Inventories provided'as
Counselor Worksheet 10, and answer the questions which are provided.

*

*Materials developed by Linda B. Stebbins, Nancy L. Ames, and Ilana Rhodes
in Sex Fairness in Career Guidance (Cambridge, Massachusetts: Abt'
Associates, 1975). ¢ . :

CoH-11 L




CASE STUDY 1 - CAROL MERRITT

Background ) - o

Carol Merritt is a very bright high school juhior with deqonstrated
ability in science, chemistry, biology, and math. The results of standard-
jzed tests regularly given by her school indicate that she is in the 90th
percentile~or above:in both aptitude and achievement compared with other
students her own age. She won a prize for her last year's biology project.
She is self-assured, if a little quiet, and her concern for others is
evident in two of her extracurricular activities: babysitting and helping
teach Sunday school.

When her mother was hospitalized, Carol became interested in nursing
and began volunteer work at the local hospital as a nurse's aide. This
experience‘pas led her to feel that nursing would be an enjoyable career
for her, and she receives support in this thinking from her family. Both
her mother and father feel that nursing is<a very practical vocation, one
which can readily be fitted in with marriage™pd raising children.

As part of the regular counseling program in her 1, Carol has

taken an occupational inventory. Carol's measured interestd- correspond to-

her expressed interests and aptitudes. Her interests correlate most highly
with those of women in the following occupatons: nurse (.50), science

. teacher (.38), X-ray technician (.47). Her interests correlate most highly

with those of men in the following occupations: pediatrician (.39),
dentist (.37), physician (.37), and science teacher (.36).

Counselor A
- Counselor A is delighted to talk with Carol. Unlike many other

students, Carol seems to know what she wants. Moreover, the inventory -
results confirm her tentative choice of nursing as a vocation.

Since Carol also shows an interest in science, Counselor A takes some -

time to point out to Carol the possibilities of a career in science. Carol
could teach science, or she might become a lab or X-rdy technician. Carol
is open to the possibilities in science, but both she and the counselor
conclude that as a nurse she could apply her interests in science, her
helping nature, and her love for people in a more purposeful -and satisfying
way. . . ‘

———

Having selected a few good three-year rursing programs, for which she
will soon apply, Carol leaves the office, content with her choice.

Counselor B

Prior to this meeting, Counselor B reviews the results of Carol's
occupational inventory and compares them with Carol's scores on the other
standardized achievement tests. These scores and her extracurricular )
activities show a highly correlated pattern of interests; namely, a sense
of dedication to people and a love of science. Mgreover, Carol is bright
and has leadership qualities which could be developed further.

' ’
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Taking into account all the information, Counselor B discusses with
Carol the possibility of pursuing a five-year Bachelor of Science degree
in Nursing. This course of action would offer a great deal more status
than a regular nursing program and would also satisfy her intellectual
needs. With a five-year degree, Carol might teach and supervise other
nurses, using her 1eader%hip ability as well.

Carol is extremely pleased upon leaving the counselor's office. ‘A
five-year nursing program offers her opportunities she has never explored
before. She is delighted with the possibility of combining her love of
medicine, science, and people in such an integrated fashion.

-

Counselor C

Counselor C and Carol discuss the results of her occupational inventory
carefully. She has scored high in the medical area as she had expected.

Considering the scores on the female side of her inventory, however,
does not gTve a complete picture of her interests. Counselor C points out
that Carol might also consider the scores from the male side as well. When
compared with men, Carol's highest scores continue to be in the medical and

-scientific areas. : °

With Carol's aptitude and motivation, Counselor C points out that she
might give serious thought to pursuing a vocation as a physician, dentist,
or pediatrician. While Carol had never thodght of pursuing a professional
career beyond the level of nursing, seeing her high scores en these scales
triagers her thinking. Of course, she will need to consider many things
before making her decision--money for school, getting into a good pre-med
program, etc. She hurries homeg to discuss all the pros and cons with her
parents.

Questions to Consider

1. Using the categories of sexist and nonsexist behaviors listed at
the top of the sheet, how would you rate:

Counselor A: Why? '
Counseloy B: Why?- iv
Counselor C: Why?

A and B ignore?

-

2. Which recommendations do both Counselors

—————_

2
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3. Which recommendations does Counselor A but not Counselor B,

S
ignore? i

t
-

4, Which recommendation does Counselor C, but not Counselors A and ¥ ™
B utilize? ) '

L 3

CASE STUDY 2 - FRAN COURTIN

Background -

Fran Courtin is the son of a minister. For most of his life he has
been an active participant in the programs at the church. During the time
Fran has been in high school, he has been teaching a Sunday school class
for 3- and 4-year-olds. Even though he has been given an opportunity to
return to Sunday school classes with his peers, he has insisted that he
prefers ti work with the children. .

Fran was administered a career intérest inventory as part of the
eleventh grade testing program. His highest scores were on the scales
“caring for people," "teaching and social work," and "nursing. '

, Counselor A

Counselor A immediately shows Fran his scores and indicates that

the high scores show a preference for working with people. Since Fran-is
one of the outstanding students in the high school i s of high academic
grades and leadership in a number of student actiy#es, Counselor A is
certain Fran could excel at whatever he selects” Counselor A, however,

- feels that while these scores probably reflect Fran's socialization as a
minister's son, they do mot reflect Fran's desire to seek a highly success-
ful professional career.

As Fran and Counselor A discuss the meaning of these high scores,
Fran suggests that he's been wondering about what he'd have to do to be
trained to work in a day care center. Counselor A, however, suggests’
that perhaps day care is not really an appropriate choice. After all, Fran
has considerable potential and should think about jobs where he could
, really demonstrate success and earn a substantial salary. Besides, day care
is not a field for men. ’

As they continue .to discuss other fields such as law and medicine, .
Fran concludes that maybe the counselor is right. Working in a day care
center probably would .,not allow him much of an opportunity to be really

7& successful. | .

- m - " . ﬁ -
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Counselor B
' .

When Fran enters the counselor's office, Counselor B hag Fran's

folder on_the desk. Leaving it closed, they begin to discyés some of

Fran's activities outside of school. Counselor B notes Fpan's enthusiasm

when he‘déscribes some of his experiences teaching the Swhday school class.

When Counselor B pulls out the inte(est inventop¥ results, his
description of the high and low scores is very thorgugh. The counselor
points out that Fran's pattern of measured interegts seem to parallel
some of his outside activities. These activitiég have obviously provided
Fran with an experiential basis for filling out/the inventory as he did.

° As Fran and the counselor discuss the implications of the pattern of
his scores, Fran suggests that he's been wofidering about what he'd have to
do to be trained to work in day care. Codnselor B points out that there
ark a large variety of approaches, depepding on what level job Fran might
wish to have. Each of the levels reqyfre different amounts of training,
primarily "in child development and edrly childhood education.

Counselor B also points out that day care is not the only kind of job
where Fran could easily deve}dp some of his interests in working.with
children. He could consi others, such as elementary school teacher,
social worker, and pediapfician. Whereas, at present, there are many women
holding day care jobs, ¥Yhe employment patterns are slowly changing. Both
men and women are begifning to select jobs on the basis of interest in do-
ing the work, rather £han limiting themselves to traditional selection of

Fran agrees td consider some of the other alternatives and to explore
some college catalpgs for programs in child development and early child-

1. Using ¥he categorieélof sexist and nonsexist behaviors, listed
at thef top of the sheet, how would you rate: v

Counsglor A: . Why? -

Counselor B: ~ Why?

R © CGW-T1
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2. Which recommendations does Counselor A ignore?

-~

. !
3. “Which recommendations does Counselor B ignore?

2




DEVELOPING A PROGRAM PROPOSAL FOR ATTAINING SEX. EQUITY |

\ ’
Counselor No#&sheet.12

‘As a counselor you realize that attaining sex equity in your district
will require more than the present efforts to achieve compliance with Title
IX. You meet with three other persons in your district and decide that
you would like to develop a-proposal which can be submitted to the district,
a state or Federal agency, or private foundation for funding. You decide
that you will develop a prospectus for a proposal and have others react to
the prospectus before outlining a full proposal. -

The following questions provide an outline for the development of the
prospectus. -

L
]

I. Designing the Plan »
Background
What are the primary needs to be met by the proposal you are |
|

developing?

.
¢ ‘

What is the evidence of need?

" “

Goals of the Program.

What specific change(g% do you wish to make? -

\ - CEH-12 |




Whom do you want to change?

|

|
’

~

How would the-program bring about the change?

. Where will the change be accomplished?

o)




¥
. . ) ' &
Program Outline '
‘ ~ e 1
} what activities will you be proposing to achieve your goals? What are the projected costs of the
. ; activities? What timelines will be needed for accomplishing the activities? Who would have major
responsibility for carrying out the activities? .
Goal 1:
Activities Date Completed Responsibility Costs
-
(r
. -—
— Goal 2: )
23 - | «
Q= Activities Date Completed Responsibility- ’ Costs
wn | T
~— ‘ Y,
. I
I . .q?'
[
" Goal 3: ) .
Activities Date Completed Besponsibi]ity 2 Costs

| B : 144




71

Program Outcoines

What would you anticipate to be the outcomes of the proposed
project? . ‘ '

~

" Program Support

. What district support is required? (access to resources--
facilities, staff time, supplies, funds, etc.). How will you obtain
such support?

What community support is required? How will you obitain such
support? .

-

- -

IT. Selling the Prospectus

See the Right People

Which persons in your ‘district need to be involved to ensure the
success of the proposed program? o

»

2y » o

_ Which perséns outside the district do you need to contact? (To:
test your ideas, enlist their cooperation, inform them of your plans)

]

C CGW-12 145
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III. Analyzing Problems

1

What problems do you anticibate in the implementation of your
- plans? o ‘ .

—
’

S«.
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“WORKSHOP EVALUATION FO
Coﬁnse]or Worksheet 13
At this pbint, how wou]d you rate{;;ur knowlledge of the forms and ex-

tent of sex bias and discrimination in counsgling practices and materials
and strategies for overcoming such.bias? *

thorough understanding ' 1ittle understanding

some knowledge . no undarstanding

What concerns or questibns about Title IK 6r sex equity in counseling
have been answered for you today?

- >

‘,

\ [
What concerns or questions about Titpp IX or sex equity in counseling
still remain unanswered for you? 4

N
'

;
N \_J

Which of the day's activities were most helpful to you?
¢

\\. P . ~.
. . “ , "\
Which of the day's activities were least helpful to you?

’
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6. What information, experiences, or activities do. you need next in order \\\/
to begin providing sex equity in your area of responsibility? '
q

- I4
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RECOGNIZING SEXIST AND NONSEXIST BEHAVIOR
" Counselor Worksheet 3A .,//

The following "answers" are provided for the situations and responses
given on Counselor Worksheet 3. It is important to understand that the
distinction between sex-biased and sex-discriminatory is largely a matter
of degree and interpretation. The prohibition of certain forms of ‘'sex

. différentiation in education policy, practice, or program is clearly

spetified in the regulation to implement Title IX; these are the forms
which are labeled discriminatory for the purposes of this worksheet. The
Title IX regulation also contains more broad and general prohibitions of
differential treatment of females and males; the exact -meaning of these
broad prohibitions will be specified through future administrative and
judicial decisions. For this reason, it is possible that many policies,
program$, or practices which are not explicitly prohibited by the Title
IX regulation may,. in fact, beKZ:und to be discriminatory in the future. '

With these limitations in mynd, the answers that are most ‘reasonable
at this time are:

1. d A 5 d A 9 b
b B f B b
a C a C . f
f D .
6 d A 10 f
2J 4 A b B b
_f B . f a
a D
3 b A - 11 d
_f8 7. _f A a
Q
_b ¢ _b B b
d ¢
4 b A -
_f.B v 8. _d A
dC\ f, B
a - a-C
CGW-3A




IDENTIFYING AND CORRECTING SEX BIAS IN CAREER MATERIALS
SUGGESTED RESPONSES

Counselor Worksheet 8A

’

The followirng are responses to the biased excerpts on Counselor
Worksheet-8. They are only possible responses and are not meant to be
inclusive of all answers and_rev151ons/corrections which might be appropriate.

\

1. Is sex bias present? Yes ¥

Forms: Stereotyping and omission

-

Comment and suggested revision: The assumption and stereotype that only .
fathers work leads to a filmstrip on males only. A nonbiased film-
strip, perhaps with the title "Where Mommies and Daddies Work,"
would show men and women working both outside the home for pay and
inside the home sharing family responsibilities.

2. 1Is sex bias present? Yes

Forms: Stereotyping and unreality

J

Comment and suggested revision: The picture of the young woman
illustrates the stereotype that female dress is supposed to be
attractivé rather than functional. Also, it's unrealistic to
portray anyone operating a drill press in clothing which restricts
freedom of movement and without safety equipment. This young
woman gives the impression of a model rather than a realistic
drill press operator. Anyone shown operating machinery should be

dressed appropriately for the job.-
N

3. Is sex bias present? Yes

Form:. Imbalance/selectivity

Comment and suggested revision: Although this passage does acknowledge
the existence of job discrimination, it presents a simplistic and
inaccurate view of the progress which has taken place. Unquestion-
ably, there are greater opportunities today for minorities and women,
and progress has been made in some areas. However, the fact that
the average annual income differential is ncreaSwng between minori-
ties and nonminorities and between men and women and that the work
force is still heavily segregated, suggests that greater opportunity
for minorities and women still has yet to be.realized. .The passage
should reflect both the progress made and the barriers that still
exist.

>
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ti

\
Ton,

Is sex bias present? Yes . P

Form: Linguistic bias

Comment and suggested revision: The male doctor is referred to as Dr.
Hardin while the female nurses are called by their first names,-
indicating subservient status. A suggested revision denoting
equivalent status would be "Dr. Hardin and his nurses, Ms.
Sumter and Ms. Winterhalter, enjoy working together as a

team. e
St
Is sex bias present? Yes -

Form: Linguistic bias

Comment and suggested revision: A fairly subtle form of linguistic
bias is found in the word "help." The assumption is that men
need to know basic survival skills so that they can help their
wives rather than assume their share of home responsibilities. A
nonsexist version could readéas follows: "All men need to know
basic survival skills such a$ cooking so that they can carry out
their share of home and family responsibjlities."

I's séx bias present? Yes

Form: Imbalance/selectivity

Comment and suggested revision: 'This statement looks at the symptom
rather than the cause by assuming that women workers leave to
get married and raise families. Research studies have shown that
the turnover rate for women and‘men is about the same in similar
kinds of jobs. Women overall have a higher job turnover rate than
men, but that's related more to the low-paying, low-status jobs
women are more likely to hold than men. A balanced presentation ~
would acknowledge the kind of job being described and the real
factors for the high turnover rate which would probably exist for
both females and males holding that job.

Is sex bias present? No

Form: Not applicable’

b

Suggested revision: No% app11cab1e

Comment: The pamph1et h1gh11ghts-careers for women in protective service,
an area in which women have traditionally been excluded in the

~ past. Its title is designed to call attention to the range of

' opportun1t1es available to women: Until women are represented more

/’,/""M‘ fully in protective service careers, special affirmative steps .

to help attract women will be necessary.

CGW-8A ‘
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10.

1.

12.

) .
. Is sex bias present? Yes

Forms : Linguistic bias, invisibility, stereotyping

Comment and suggested revision: The use of "he" to refer to all farmers
should be revised. Both male and female farmers should both be
referred to. The use of "frontiersman" is an example of 1inguistic

. bias which serves to deny the contributions and sacrifices of p1oneer-
ing women. This word should be replaced with "p1oneer1ng farmers,"
"frontier settlers," or "pioneering men and women.

Is sex bias present7 No

Form: Not @pp11cab1e ) e _‘/,/44””’/”#/”

ko //
Suggested revision: Not applicable /////’

Comment: This passage acknowledges both sexes equally.

e

Is sex bias present? Yes

Fdrm: Stereotyping

Comment and,;uggé?%ed revision: This pasdage reflects the stereotype
~£fit men work to provide a living for their wives and children, .
It ignores both the financial contributions and the home and
family responsibilities of others that contribute to the "good
1iving." A suggested revision might read as follows: "With P
the money he makes at Holloway, Bob is able to contribute a
great deal to the comfortable home and good life that he, his
wife, and their children have provided for themselves."

Is sex bias present? Yes

Form: Fragmentation/isolation

Commerrt and suggested revision: Separating information on opportunities
for males in nursing from the body of the text is an example of
fragmentation/isolation. References to both sexes should be
made throughout, and pictures of both should appear.

Is sex bias present? Yes

Form: Stereotyping

Comment and suggested revision: Singling, out physical attributes rein-
forces the stereotype that secretaries’ appearance may be at
least as, if not sometimes more, important than the.skills they bring
to the job. Why should not making the most of physical attributes
be more 1mportant than underut111z1ng one's clerical skills? A
suggested revision might read "Secretaries can move up the career
ladder by deve]op1ng their abilities and talents not only in c]ﬁi:;/// )

!/ cal areas but also in marketing, sales, and other company operations
which offer increasing opportunities for wonien.'

CGH-8A p
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CORRECTING SEX BIAS IN MATERIALS: SEX-FAIR 4S. SEX-AFFIRMATIVE
SUGGESTED RESPONSES

Counselor Worksheet . W

-7 The/foTT6W¥;;/;;;’;;;;ested responses to the biased excerpts from

career -education and career -counseling materials. Each response consists
of a statement of the sex bias contained in the excerpt and possible sex-
fair and sex-affirmative revisions. >

1. Sources of bias in this excerpt include the use of "girls" to refer to
adult females, the use of "stewardess" instead of the sex neutral
"flight attendant," and the implication that flying is not compatible
with home and family roles, the major responsibilities of women. A
sex-fair revision would be as follows: "After an intensive, but
relatively short, training period, women and men are ready for jobs as
flight attendants." A sex-affirmative addition to that might read:

"In the past, discriminatory laws 1imited the opportunities for both
females and males as flight attendants. Men were prohibited from serv-
ing as flight attendants while women were required to resign after
marriage. Today these discriminatory laws have been eliminated® so

that both males and females can look forward to a long term career with
an airline that includes bqth air and ground assignments."

2. The use of the male pronoun "his" to refer to both females and males

is the source of bias. A suggested revision would be as follows: "The

choice of a career has a direct bearing on the way women and men build
S5 their homes, the schools their children attend, and the way they earn

their living...." In this case, using "men and women" in place of "his"

would be sex fair since the original statement totally excluded women.

Reversing the traditional order of "men and women" to "women and men"

makes this statement affirmative.

3. Indicating that these careers are primarily for members of one sex is
the source of bias. "Careers in prosthetics and orthodontics offer
interesting opportunities and exciting challenges for individﬁals with
a background...." is a sex-fair statement. A revision that is sex-
affirmative would be as follows: "With many new careers now opening
up to women, prosthetics and orthodontics of fer interesting opportuni-
ties and exciting challenges to women as-well as men."

4. "The source of bias is the exclusion of females by the use of "men" and
"salesmen." A sex-fair revision would be “Today men and women who
enter sales can work their way to upper level executive jobs." A more \
affirmative statement would be as folldws: "Today women who enter
sales can work their way to upper level executive jobs. In the past
this was often difficult for women t6 do because of pervasive sex
discrimination which existed in industrial sales. With greater
opportunities today...."

CGH-9A
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5. Suggesting that women work for different reasons than men is the source
of the bias. A sex-fair statement might read as follows: "The work
experience offers a number of possible rewards to women and men. It
can provide them with a sense of personal fulfillment, with an opportuni-
ty to ...." A sex-affirmative statement might read as follows: "The
myth that women work for 'pin money' is not substantiated by fact.
Two-thirds of all women workers are single, widowed, divorced, separated
from their husbands, or have husbands who make less than $10,000 per
year. Women work for the same reasons as men; these reasons.range from _
sheer economic survival to self-fulfillment."

6. The .source of bias is the assumption that nurses, most of whom are women,
can be wives and mothers while continuing their careers. Nursing and
family responsibilities, both nurturing roles, are compatible. The
bias in this statement is that only women have dual careers--one outside
the home, the other within the home. A sex-fair revision could read as
follows: "“The demands of nursing.are such that men and women with
careers in the field find it compatible with their home and family
responsibilities as husbands and wives and fathérs and mothers." A sex-
affirmative statement would read that "Many men find careers in nursing
to be highly compatible with their responsibilities as husbands and
fathers." e .

7. The source of bias is the asgsumption that serving soeiety is more
important to women than to men. A sex-fair revision would be as follows:
"It provides a chance to serve society which is a highly motivating
factor for a number of individuals." A sex-affirmative revision would
be that "It provides a chance to serve society, an opportunity which
today many more men are finding attractive.”

8. The bias is the assumption that women would be interested in this job
because of wearing attractive uniforms and working with men. The
following is a sex-fair revision: "Individuals working in come
in contact with a variety of professional women and men in a coopera-
tive effort to ....The wearing of uniforms is required for this job."
There is no comparable sex-affirmative statemert.

-~




APPLYING RECOMMENDATIONS FOR THE USE OF CAREER INTEREST INVENTORIES*
SUGGESTED RESPONSES

Counselor Worksheet 11A
/

Suggested answers for the questions ﬁ?ov1ded on Counselor Worksheet
11 are g1ven below.

CAROL MERRITT

1 1. Counselor A: Sex-biased. =~

This session was rated as a sex-biased session because the
counselor accepted the inventory results without exploration,

" and he/she suggested sex-stereotyped careers without identi-
fying general patterns or raising other options.

Counselor B: Sex-fair.

This session was rated as sex ;air because the counselor
considered more than the interest 1nventory and raised
opt1ons which were consistent with Carol's abilities.

Counselor {: Sex-affirmative. ' -

This session was rated sex affirmative because the counselor

", reported scores based on both female and male scales, raised
nontraditional, career suggest1ons, and attempted to provide
a rea11st1c p1€ture of Carol's abilities.

2. Counselors A and B do not report scores on >oth female and male
ﬂfﬁ,/ * scales (Recommendation 3), and do not encourage freedom of choice
(Recammendation 12).
3. Counselor A does not use all available information (Recommendation
11), whereas Counselor B does not ignore that recommendation.

4. Counselor C reports the scores based on both female and male
scores (Recommendation 3).

‘ Discussion

Both Counselor A and Counselor B fail to consider Carol's hiéh score
on the male scale--physician and dentist (Récommendation 3). In so doing,

—_——

J¥ Linda B. Stebbins, Nancy L.. Ames, and Ilana Rhodes, Sex Fairness in
Career Guidance (Cambridge, Massachusetts: Abt Associates, 1975).

)
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they restrict the rjizghof options available to Carol and discourage ex-
ploration (Recommendatiom12). Furthermore, in counseling Carol, Counse-
lor A uses very little in ation beyond Carol's inventory scores
(Recommendation 11). The t that Carol has aptitude and motivation well
bexgnd most of her peers does’ nct appear to influence Counselor A's rather
sterdtyped thinking about vocational choice. Only Counselor C utilized
all the information (in both the inventory results and beyond) to help
Carol see the opportunities oper\to her.

s

FRAN COURTIN
1. Counselor A: Sex-discriminatory.

The counselor's discourage%ent of Fran's consideration of a
career in the field of day care and the explicit statement

that day care was not a field for men would be a violation

of the provisions of the Title IX regulation.

Counselor B: Sex-affirmative.

The counselor's efforts to affirm the basic pattern of

Fran's professed and measured interests, and the explana-

tion of changing roles of men and women wou]d make this a
) sex-affirmative response. . . . .

2. Counselor A ignores Recommendations 7, 8, and 12. Counselor A
made little attempt to explore the broad interest areas reflected
in the inventory results. While the counselor did encourage
exploring other options, the motivation for this encouragement .-
was to move the client ‘away from choices which might be considered
"feminine.'

3. Counselor B appears.to have ignored Recommendation 3 which suggests
that scores based on both female and male scores should be reported.

Discussion

In situation A, the counselor's sex bias is-being imposed on the client.
Counselor A does not even appear to be aware of how that bias is affecting
the client. Counselor A, furthermore, seems to be hiding a concern that
the client's expressed interests in a direct nurturing role with children
could be a reflection of some "feminine" tendencies.

$
>  Counselor B, on the other hand, gave the client some concrete suggestions
on how to 1mp1ement his interests. Counselor B openly discussed some of
the ramifications of choosing a field which has traditionally been associated
with the opposite sex, recognizing that such stereotypes are no longer
appropriate. Counselor B chose to emphasize the client's freedom of choice
of all options.
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